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Voorwoord (preface in Dutch) 
 Met deze scriptie rond ik een studieperiode af die boeiend in meerdere opzichten is 
geweest. In een tijdsbestek van 18 maanden heb ik kunnen werken aan mijn academische 
vaardigheden, heb ik kunnen reflecteren op mijn loopbaan tot nu toe en heb ik mijn 
opgebouwde expertise kunnen nesten in actuele theorieën. Dit voelt als een afgerond 
project, waar ik vanaf nu gefundeerd op kan voortbouwen. Graag bedank ik langs deze weg 
drs. William van Zanten, studentendecaan aan de Open Universiteit, voor zijn nuttige 
adviezen en plezierige assistentie over hoe ik het beste te werk kon gaan. Dit heeft mij het 
studeren aan de Open Universiteit veel meerwaarde gegeven. 
Des te meer was de achterliggende studieperiode boeiend, omdat ik in de gelukkige 
omstandigheid was om mijn master Managementwetenschappen op Curaçao te volgen. 
Terug mijmerend zie ik weer voor me hoe ik, zittend naast de zoemende ventilator, door het 
raam van mijn werkkamer op onze tropentuin keek met daarin mijn spelende dochters, de 
wuivende palmboom, de typisch fluitende troepiaal en onze immer relaxte huisleguaan, 
terwijl de geur van Antilliaanse en Surinaamse gerechten, die mijn vrouw bereidde, uit de 
keuken naar binnen zweefde. Een herinnering die ik nog lang zal koesteren met de woorden: 
‘Te aworó dushi Korsou, ku Dios ke’. Graag bedank ik Henk Kelder en Michel Strikker van 
GrowTalent BV, die deze mooie periode mede mogelijk hebben gemaakt. 
 In de laatste maanden op Curaçao, terwijl ik de eerste schetsen voor mijn scriptie op 
papier had staan, bezochten we het onbewoonde eilandje Klein Curaçao. Toen ik daar het 
oude scheepswrak in de branding zag liggen, omringd door de elementen land, water en 
lucht, toen wist ik dat niets mijn afstudeeronderwerp beter kon verbeelden dan dit typisch 
Caribisch kunstwerkje. Zoals het oude, verweerde, schip als het ware een nieuwe 
bestemming had gekregen dankzij het opgaan in haar omgeving, zo laat ook mijn scriptie 
zien dat leeftijd in samenspel met aanverwante elementen aan de basis ligt van het ontluiken 
van potentieel aanwezige menselijke talenten die, in de juiste context, een waardevolle 
bijdrage kunnen geven aan de voortdurend veranderende en, vaak grillige, arbeidsmarkt. 
 En nu, weer terug op Hollandse bodem, wil ik graag nog een aantal mensen 
persoonlijk bedanken. Ten eerste dr. Judith Semeijn voor haar plezierige en nauwgezette 
begeleiding van mijn scriptiefase. Het schaven en herschrijven heeft me aan de lijve doen 
ervaren wat het verschil is in kijken en redeneren tussen een consultant c.q. 
productontwikkelaar en een wetenschapper c.q. theoriebouwer. Dit ervaar ik als een 
waardevolle les die ik graag meeneem in mijn volgende fase als promovendus. 
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 Ook bedank ik Martine Coun Lic. voor het meelezen en mede beoordelen van mijn 
opgeleverde werk. Dit vier-ogen-principe was voor mij een eerste en leerzame ervaring met 
het laten reviewen van eigen werk. Daarnaast bedank ik dr. Brede Kristensen voor onze 
inspirerende gesprekken op het Gomezplein in Punda. Met plezier kijk ik terug op onze 
conversaties onder het genot van een Awa di Lamoenchi, die alleen af en toe werden 
onderbroken door de muziekstukken van het te laag hangende carillon. 
En, tot het laatst bewaard, wil ik graag mijn vrouw Krista persoonlijk bedanken. Jouw 
rotsvaste geloof in mijn kunnen is in dit alles mijn grootste stimulans geweest. Dankjewel 
voor je steun en voor de tijd en ruimte die ik, met ons gezinsleven, steeds van je krijg voor 
studie en onderzoek. Ik weet me gelukkig met jou aan mijn zijde. 
En dan wordt het nu tijd voor de volgende fase. Binnen het Research Center voor 
Examinering en Certificering, een samenwerkingsverband tussen de CITO en de faculteit 
Gedragswetenschappen van de Universiteit Twente, mag ik mijn academische loopbaan 
voortzetten. Als promovendus ga ik psychometrisch onderzoek verrichten naar de relatie 
tussen persoonlijkheid en het performance assessment. Met veel plezier kijk ik uit naar deze 
volgende fase in mijn loopbaan. 
 
Arnold Brouwer, juni 2013 
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Abstract 
This study joined the debate on the impact of the changing labour market on 
assessing the supplementary person-organization fit. From a trait approach perspective, the 
study investigated the role of age in the association between two human characteristics, 
personality traits and work values. Therewith, the study aimed to contribute to a future life-
course related measurement of the person-side of the supplementary P-O fit. 
The study was conducted amongst a sample of 246 Dutch commercial business or 
private bankers, since this sector experiences personally, due to their rapidly changing 
business environment, the importance of selecting authentic and versatile employees and 
bringing them into action from a long-term tenable and age-dependent approach.  
Concepts of personality traits and work values were described, followed by a 
comparison of their mutual similarities and differences. The study found that both the Five 
Factor Model and the Universal Values Model were widely recognized concepts for 
measuring personality traits and work values. Earlier research showed that personality 
attributes could be expressed in five different factors. The set of values could be grouped in 
intrinsic and extrinsic values. Then, previous studies on their associations were discussed, 
taking into account the demographic variables age, gender and educational level that 
appeared to play a certain role in the different associations. The study showed that, so far, 
there is no agreement on which associations are strongest. It was expected to find the 
strongest relation between traits and intrinsic values. The research continued with an 
evaluation of studies on the influence of age on the development of both personality traits 
and work values as well as on their mutual association. Earlier studies showed that both 
traits and values evolve over time. In line with these outcomes, it was expected that people 
until their midcareer, which starts at around the age of 35, would give a higher rating to the 
traits Extraversion and Neuroticism and intrinsic work values. For people from 35 years and 
older, it was expected that they would, comparatively, give the highest ratings to the traits 
Altruism and Conscientiousness and extrinsic work values. Then the study investigated 
earlier studies on the role of age in the association between traits and values. Different 
researchers found indications for the existence of a self-concept as a combination of traits 
and values that, jointly, evolve over time. In these studies, people until the age of 35 
appeared to focus on myself-oriented characteristics, whereas people from 35 years and 
older seemed to give more attention to fellow human-oriented features. Therefore, it was 
expected that age would influence the association between Extraversion, Neuroticism and 
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intrinsic values for people until the age of 35. For people from 35 years, it was expected that 
age would influence the association between the traits Altruism, Conscientiousness and 
extrinsic values. 
The present study investigated the moderating influence of age in the association 
between personality traits and work values of a sample of 246 Dutch commercial business or 
private bankers. As part of a development assessment, the respondents completed the 
Nederlandse Persoonlijkheid Test (NPT), the Nederlandse Werkwaarden Test (NWT) and 
three questions on age, gender and educational level. Both inventories showed acceptable 
internal reliabilities. The tests were built on the above mentioned Five Factor Model and 
Universal Values Model and were comparable with the widely acknowledged NEO-PI-R and 
SWVI-R. The background variables were converted into dichotomous variables. 
The stepwise multiple linear regression analysis showed that in between 12% and 
49% of the variance of intrinsic work values could be declared by the FFM personality traits, 
age, gender and educational level. For the extrinsic values, this was 4% until 37%. 
Therewith, the relations appeared to be strongest for the intrinsic work values, which 
supported the first hypothesis. Next, the study found that workers until the age of 35 gave the 
highest ratings to the trait Extraversion and the intrinsic work value Mental Challenge. This 
partly supported the two hypotheses on the influence of a younger age on the traits 
Extraversion and Neuroticism and intrinsic values. The employees of 35 years and older 
gave the highest rating to the trait Altruism. This did not support the two hypothesis on the 
influence of an increased age on the traits Altruism and Conscientiousness and extrinsic 
values. The results of the stepwise moderation analysis showed that age gave an extra 
explanation of, on average, 2% of the variance in work values for the respondents of 35 
years and older. This supported the hypothesis that age influences the association between 
the traits Extraversion and Neuroticism and the intrinsic values Creativity, Independence and 
Mental Challenge for people until the age of 35. For the expected influence of age on the 
association between traits and values for people from the age of 35, the study found a 
confirmation for the expected association between the traits Altruism and Conscientiousness 
and the extrinsic value Altruism. 
Therewith, the study demonstrated a small but significant influence of age in the 
association between personality traits and work values. However, since the measured effect 
was limited, a more detailed look at the results was needed to elucidate the findings. It 
appeared that, since age on itself had only a slight influence, there presumably was an effect 
of a wider socialization process, in which people, in the context of their working environment, 
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continually reaffirm their personality as they adapt to what others think or expect of them. 
This pattern seemed to confirm the need for authentic and versatile employees that are able 
to move along with todays’ regularly changing business requirements. 
Since the present study used a cross-sectional design in only one sample, it was 
recommended to replicate the study within different cross-cultural samples. To limit the effect 
of a mono-method bias in future research, it was advised to add interpersonal reports to self-
reports. Next, to elucidate the lack of clarity in the studies so far, it was recommended to use 
the same set of measures in future research on this topic. Finally, since the composition of 
the labour market is changing as well, it was recommended to replicate the present study 
within different types of collaborations. This might elucidate whether the actual measured 
effects will take place for self-employed people working on a freelance basis as well. 
The study showed that in measuring the supplementary P-O fit, a certain effect of age 
in the association between traits and values should be taken into account. However, whereas 
age on itself is seen as an index variable, for subsequent studies it was suggested to use a 
conceptual model of life-stage in elucidating the influence of the assumed socialization 
process in the association between traits and values. Such a conceptual model could consist 
of a combination of biological-, social- and psychological elements of age, complemented 
with aspects of the self-image, the home situation and biographic aspects of the career 
stage. With this, the study contributed to the process of selecting employees from a long-
term perspective on fit in particular. In general, the study contributed to the debate of ageing 
and HRM for older workers. 
 
Keywords: labour market; supplementary P-O fit; trait approach; life-course; personality 
traits; Five Factor Model; work values; Universal Values Model; intrinsic values; extrinsic 
values; age and ageing. 
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Samenvatting (abstract in Dutch) 
 Deze studie mengde zich in het debat over de invloed van de veranderende 
arbeidsmarkt op het testen van de suppletoire fit tussen persoon en organisatie. Vanuit het 
karaktertrekken-perspectief werd onderzocht wat de invloed is van leeftijd in de associaties 
tussen twee menselijke karakteristieken, persoonlijkheidseigenschappen en werkwaarden. 
Daarmee beoogde de studie een bijdrage te leveren aan een toekomstige levensloop 
gerelateerde meting van de persoonszijde van de suppletoire P-O fit.  
De studie werd uitgevoerd onder een steekproef van 246 Nederlandse zakelijke en 
particuliere bankiers met een commerciële rol. Er werd voor deze sector gekozen omdat de 
bankwereld, als gevolg van haar snel veranderende bedrijfsomgeving, aan den lijve het 
belang ondervindt van het selecteren van authentieke en veelzijdige werknemers die worden 
ingezet vanuit een, op de lange termijn houdbare en leeftijdsafhankelijke, benadering. 
 De studie behandelde theorieën en concepten van persoonlijkheidseigenschappen en 
werkwaarden. Zowel het Vijf Factoren Model als het Universele Waarden Model bleken 
breed erkende concepten te zijn voor het meten van persoonlijkheidseigenschappen en 
werkwaarden. Eerder onderzoek liet zien dat persoonlijkheidseigenschappen konden worden 
uitgedrukt in vijf verschillende factoren. De set van waarden kon worden ingedeeld in twee 
groepen van intrinsieke en extrinsieke waarden. Daarna werd een theoretische vergelijking 
gemaakt van de overeenkomsten en verschillen tussen persoonlijkheid en waarden. Dit werd 
gevolgd door een samenvatting van eerdere studies naar de associaties tussen beide 
karakteristieken, waarbij rekening werd gehouden met de invloed van de demografische 
variabelen leeftijd, geslacht en opleidingsniveau op deze associaties. De huidige studie liet 
zien dat er tot nu toe geen overeenstemming is over welke relaties tussen persoonlijkheid en 
waarden het sterkst zijn. In deze studie werd er verwacht dat de sterkste relatie zou worden 
gevonden tussen persoonlijkheidseigenschappen en intrinsieke werkwaarden. Daarna 
besteedde de studie aandacht aan eerder onderzoek naar de invloed van leeftijd op de 
ontwikkeling van enerzijds persoonlijkheidseigenschappen en werkwaarden en anderszins 
op de invloed van leeftijd op hun onderlinge samenhang. Dit eerdere onderzoek liet zien dat 
zowel persoonlijkheidseigenschappen als werkwaarden in de loop van de tijd evolueren. In 
lijn met deze bevindingen werd verwacht dat mensen tot hun 35e levensjaar vooral de 
eigenschappen Extraversie en Emotionaliteit en de intrinsieke werkwaarden zouden 
waarderen. Voor mensen van 35 jaar en ouder werd verwacht dat zij, verhoudingsgewijs, 
vooral de eigenschappen Meegaandheid en Gewetensvolheid en de extrinsieke 
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werkwaarden zouden appreciëren. Vervolgens bekeek de studie eerdere onderzoeken naar 
de rol van leeftijd op de associatie tussen persoonlijkheid en waarden. Verschillende 
onderzoekers vonden indicaties voor het bestaan van een zelfconcept als zijnde een 
combinatie van persoonlijkheidseigenschappen en werkwaarden, die, in onderlinge 
samenhang, evolueren met de tijd. Uit deze studies bleek dat mensen tot hun 35e levensjaar 
primair gericht zijn op ik-georiënteerde kenmerken en dat mensen vanaf hun 35e levensjaar 
meer aandacht gaan geven aan medemens-georiënteerde aspecten. Op basis hiervan werd 
voor deze studie verwacht dat leeftijd de associatie tussen de eigenschappen Extraversie, 
Emotionaliteit en intrinsieke waarden het sterkst zou beïnvloeden voor mensen tot 35 jaar. 
Voor de groep van 35 jaar en ouder werd verwacht dat de invloed van leeftijd het sterkst is 
voor de associatie tussen de eigenschappen Meegaandheid, Gewetensvolheid en de 
extrinsieke waarden. 
 De huidige studie onderzocht de modererende invloed van leeftijd in de associatie 
tussen persoonlijkheidseigenschappen en werkwaarden voor een steekproef van 246 
Nederlandse zakelijke en particuliere bankiers met een commerciële rol. Als onderdeel van 
een ontwikkelingsassessment vulden de respondenten de Nederlandse Persoonlijkheid Test 
(NPT), de Nederlandse Werkwaarden Test (NWT) en drie vragen over leeftijd, geslacht en 
opleidingsniveau in. Beide vragenlijsten hadden een acceptabele interne betrouwbaarheid. 
De testen waren ontworpen op het hierboven genoemde Vijf Factoren Model en het 
Universele Waarden Model en waren vergelijkbaar met de breed erkende NEO-PI-R en 
SWVI-R. De achtergrondvariabelen werden omgezet in dichotome variabelen. 
 De uitkomsten van de stapsgewijze meervoudige lineaire regressieanalyse lieten zien 
dat tussen de 12% en de 49% van de variantie in intrinsieke werkwaarden kon worden 
verklaard door persoonlijkheidseigenschappen, leeftijd, geslacht en opleidingsniveau. Voor 
de extrinsieke waarden was dit 4% tot 37%. Daarmee bleken de relaties met de intrinsieke 
werkwaarden het sterkst, waarmee de eerste hypothese werd bevestigd. Daarnaast vond de 
studie dat werknemers met een leeftijd tot 35 jaar de hoogste waardering gaven aan de 
persoonlijkheidseigenschap Extraversie en de intrinsieke werkwaarden Autonomie en 
Zelfontwikkeling. Dit bevestigde deels de hypotheses over de invloed van een lagere leeftijd 
op de eigenschappen Extraversie en Emotionaliteit en intrinsieke waarden. Werknemers van 
35 jaar en ouder gaven de hoogste waardering aan de persoonlijkheidseigenschap 
Meegaandheid. Dit bevestigde niet de twee hypotheses over de invloed van een hogere 
leeftijd op de eigenschappen Meegaandheid en Gewetensvolheid en extrinsieke waarden. 
De uitkomsten van de stapsgewijze moderatieanalyse toonden aan dat het ouder zijn dan 35 
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jaar een verklaring van, gemiddeld, 2% extra variante in werkwaarden gaf. Dit bevestigde de 
hypothese dat leeftijd de associatie beïnvloedt tussen de eigenschappen Extraversie en 
Emotionaliteit en de intrinsieke waarden Autonomie, Creativiteit en Zelfontwikkeling voor 
mensen tot 35 jaar. Voor de verwachte invloed van leeftijd in de associatie tussen 
eigenschappen en werkwaarden voor mensen van 35 jaar en ouder werd alleen een 
bevestiging gevonden voor de verwachte associatie tussen de eigenschappen 
Meegaandheid en Gewetensvolheid en de extrinsieke waarde Altruïsme. De studie liet 
daarmee een kleine maar significante invloed van leeftijd zien in de associatie tussen 
persoonlijkheidseigenschappen en werkwaarden. Omdat het effect echter beperkt was, was 
een meer gedetailleerde analyse van de resultaten gewenst om de gevonden uitkomsten 
verder op te helderen. Het leek erop dat, omdat leeftijd op zichzelf slechts een beperkte 
invloed had, er mogelijk sprake was van een breder socialisatieproces, waarbinnen mensen 
in de context van hun werkomgeving, voortdurend hun persoonlijkheid herbevestigen 
doordat zij zich doorlopend aanpassen aan wat anderen denken of van hen verwachten. Dit 
patroon leek de behoefte te bevestigen die er is aan authentieke en veelzijdige werknemers 
die in staat zijn om mee te bewegen met de huidige, regelmatig veranderende, bedrijfseisen.  
 Omdat de huidige studie een cross-sectioneel design toepaste binnen slechts één 
steekproef, werd een bredere replicatie van de studie geadviseerd. Om daarbij de effecten 
van een mono-methode-vertekening te beperken, werd geadviseerd om gebruik te maken 
van interpersoonlijke waarderingen naast zelfwaarderingen. Om daarnaast de 
onduidelijkheid van de bestaande studies op te lossen, werd geadviseerd om in de toekomst 
van dezelfde vragenlijsten gebruik te maken. Omdat, daarnaast, de samenstelling van de 
arbeidsmarkt ook voortdurend verandert, werd geadviseerd om de studie te repliceren 
binnen verschillende samenwerkingsvormen. Dit kan mogelijk ophelderen of het nu gemeten 
effect ook van toepassing is op de groep ZZP’ers die op freelance basis samenwerken. De 
studie liet zien dat het goed zou zijn om, in het meten van de suppletoire P-O fit, rekening te 
houden met een zekere invloed van leeftijd in de associatie tussen eigenschappen en 
waarden. Omdat leeftijd echter wordt gezien als een index variabele, werd er gesuggereerd 
om in volgende studies gebruik te maken van een conceptueel levensfase model om de 
invloed van het veronderstelde socialisatieproces in de genoemde associatie op te helderen. 
Een dergelijk model zou kunnen bestaan uit een combinatie van biologische-, sociale- en 
psychologische elementen van leeftijd, aangevuld met aspecten over het zelfbeeld, de 
thuissituatie en biografische aspecten van de loopbaanfase. Zo droeg deze studie bij aan het 
proces van werknemersselectie vanuit een lange termijn perspectief op fit. In het algemeen 
droeg de studie daarmee bij aan het debat over leeftijdsbewust personeelsbeleid. 
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Chapter 1. Introduction 
1.1. Problem situation and purpose of the study 
The labour market nowadays is constantly changing. Issues like ageing, flexi, 
technological and economic developments and raising the retirement age are emerging. This 
has great and tangible consequences for the way organizations fit their existing and future, 
both young and older, employees with the new and regularly changing business 
requirements.  
In 1991, Bowen et al. noted that person-organization (P-O) fit – or individual-
organization fit – would become the critical factor of the future of the selection process. They 
emphasized that selecting people whose personalities are compatible with the organizational 
values would become more important in a vast changing world. Today’s market shows that 
this was prescient. Many companies nowadays try to select authentic and versatile 
employees, who are able to disseminate the organization’s mission and identity beyond 
matching with a specific job profile.  
For the next decade, it is expected that this trend will further influence the P-O fit field. 
For example, Intuit (2010) studied the overall effects of demographic, social, economic and 
technological trends on the relation between consumers, businesses and, for this study most 
important part, the workers who serve them over the next decade. One of their assumptions 
is that the upcoming individual-organization fit will require from the employee the condition to 
be an authentic talent who is continuously able to connect and collaborate with other talents 
within a lesser secure working environment. Researchers like Christensen & Schneider 
(2010) and McDowell (2013) confirm the same assumption from a scientific perspective. 
Therefore, P-O fit continues to be a relevant issue within the debate on the consequences of 
the changing labour market. 
P-O fit itself is broadly defined as the compatibility between individuals and 
organizations (Kristof, 1996). Muchinsky & Monahan (1987) divide the concept of 
compatibility within complementary and supplementary fit. They note that complementary fit 
occurs when a person’s needs and competences (knowledge, skills and attitudes) make 
whole the supplies and demands of the environment or add to it what is missing. 
Complementary fit is said to be present when at least one entity provides what the other 
needs. 
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Supplementary fit, in their study, occurs when a person supplements, embellishes or 
possesses characteristics which are similar to other individuals in an environment. In other 
words, supplementary fit is said to exist when there is similarity between the fundamental 
characteristics of an organization and its employee (‘person’). Subsequently, Cable & 
Edwards (2004) applied complementary fit as a supply-value fit, interpreted as a fit between 
individual and organizational needs and supplies. Supplementary fit was read as a value 
congruence fit, defined as the similarity between personal characteristics (e.g., personality 
and values) and organizational characteristics (e.g., climate and values). 
Whereas the requisite needs of the market move along with its changing demands, 
the degree of fit with the available supplies may alter over time. Therewith, the 
complementary fit is seen as mainly a now-oriented outlook. The question is whether this 
kind of fit will still meet the demands of the constantly changing market. On the other hand, 
characteristics are seen as relatively enduring (Roberts et al., 2006). Therewith, the 
supplementary fit focuses on situation-independent attributes. This approach offers a more 
solid framework for selecting authentic and versatile talents that are able to move along with 
today’s volatile market. Therefore, in selecting sustainable employable workers for both 
today’s and tomorrow’s requirements, mainly the supplementary fit is said to merit attention. 
To increase the insight in how the fundamental personal characteristics: (1) 
personality traits, and, (2) work values (Cable & Edwards, 2004) influence the person-side of 
the supplementary fit, this study examines their mutual association. Elucidating the inside of 
the person-side may contribute to the measurement of a more long-term tenable P-O fit. 
Since 1937, when Allport recommended the segregation of attributes from value judgments 
when investigating personality, this association has rarely been studied (Parks & Guay, 
2009). Studies that have been conducted on this subject (e.g. Berings et al., 2004; Furnham 
et al., 2005; Parks, 2007) all assume an association between them. However there is little 
agreement yet on which personality traits and work values relate strongest (Parks, 2007). A 
possible explanation might be the indication that age influences the development of both 
characteristics (e.g., Costa & McCrae, 2006; Johnson, 2001; Schwartz, 2006). This 
explanation may imply that the association between traits and values evolve over time. This 
study investigates the role of age on this association. By this, it adds an age-specific element 
to the approach of the fit between the fundamental characteristics of an employee and its 
organization. Therewith, this study aims to contribute to a future life-course related 
measurement of the person-side of the supplementary P-O fit. 
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1.2. Research question and relevance of the study 
The central research question of this study is: “What is the role of age in the 
association between personality traits and work values?”. The association is 
investigated this way around, since most researchers assume that the direction of causality 
runs from personality variables to job attitudes and values rather than vice versa (Furnham et 
al., 2005). 
One of the sectors in which this age-specific association between traits and values 
may be relevant is the banking sector. This sector is, under pressure of the 2008 credit crisis, 
facing a rapidly changing internal and external business environment. Mainly the ascending 
tension between (1) the liability for a lack of duty of care, and, (2) the growing distrust of 
clients, emphasizes the strong appeal on, both the young and older, employees in this sector 
to be authentic and versatile in moving along with the rapidly changing business 
requirements. By this, the banking sector experiences personally the importance of selecting 
and bringing into action their employees from a long-term tenable and age-dependent 
approach. Since the effects of the changing environment are strongest for the front office 
employees, this study is conducted under a sample of Dutch commercial business or private 
bankers.  
The theoretical relevance of the study is to build on the current insights of the 
interplay between personality traits and work values, as well as the role of age on these 
concepts. By improving the knowledge of this subject, this study aims to contribute to a future 
life-course-related measurement of the person-side of the supplementary P-O fit. 
The social and practical relevance of this study is two-fold. On the one hand, an 
improved insight in a life-course-related approach of the person-side of the supplementary  
P-O fit, might be useful for the process of selecting employees from a long-term perspective 
on fit. On the other hand, gaining and discussing these new insights might contribute to the 
debate of ageing and HRM for older workers. 
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1.3. Bookmark 
To answer the research question, the study starts with a literature study on 
personality traits and work values. This is continued by an overview of earlier conducted and 
comparable studies on their mutual association. Then the influence of age on the 
development of both traits and values is studied, as well as its influence on their mutual 
association. Subsequently, this study investigates the moderating influence of age in the 
association between traits and values amongst a sample of commercial business and private 
bankers. The outcomes will be compared with earlier conducted studies. This will be 
complemented by a discussion on the limitations of the study and on practical implications for 
a future life-course measurement of the person-side of the supplementary P-O fit. This is 
completed with some recommendations for further research. 
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Chapter 2. Literature study 
2.1. Introduction 
The personality theory is about the systematic study of the similarities and differences 
in personality between people, in which personality means how the individual acts (1) in his 
social environment, (2) with other people, and, (3) in different situations (Ekkel & Ranty, 
2006). Personality itself is conceptualized as a stable system of tendencies to act, think and 
feel in a certain way (Guilford, 1959). In the history of psychology, various systems have 
been developed to describe and test personality. Personality testing can, in general, 
concentrate on (1) diagnosing visible behaviour and developed skills or on (2) identifying 
inner characteristics that underlie this behaviour and skills. 
The first approach, investigating and diagnosing visible behaviour, is, inter alia, built 
on the behaviourism theory (Skinner, 1953). In this theory personality is similar to the visible 
skills and attitudes that people exhibit. A behaviourist focuses on the actual and visible 
outcome of the use of personal characteristics, often expressed in a set of individual 
competences that consist of KSA’s (knowledge, skills and attitudes) and that meet the 
demands of the working environment. This approach is primarily related to the aspects of the 
complementary fit (Muchinsky & Monahan, 1987) or supply-value fit (Cable & Edwards, 
2004). 
The second approach focuses on the possible outcome that is hidden in the potential 
application of one’s characteristics. This way of conceptualizing and diagnosing personality 
in inner characteristics, has its founding in, among others, the trait theory (Allport, 1937) and 
the values theory (Rokeach, 1973). These theories hold that personality is best understood 
by the description and analysis of underlying characteristics. Both theories emphasize the 
unique composition out of a set of generally present characteristics that each individual 
carries in him- or herself. Used in the P-O fit field, this approach is mainly related to the 
aspects of the supplementary fit (Muchinsky & Monahan, 1987) or value congruence fit 
(Cable & Edwards, 2004). 
For the purpose of this study, aimed at the measurement of the person-side of the 
supplementary or value congruence fit, the next section will elaborate on personality traits. 
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2.2. Relating and distinguishing personality traits and work values 
 
2.2.1. Personality traits 
Today most psychologists agree that the personality, viewed from a trait approach, 
consists of five major clusters of personality traits, known as the Big Five (Barrick & Mount, 
1991). These clusters of five features are: Openness (‘focus on the new’), Conscientiousness 
(‘focus on the result’), Extraversion (‘focus on the outside world’), Altruism (‘focus on the 
other’) and Neuroticism (‘emotional instability’). 
 
 
Figure 1. The Big Five Model 
This categorization is known as the Big Five Model or the Five Factor Model (FFM). 
Despite of the differences in the two models, they are often used interchangeably. Saucier 
and Goldberg (1996) made a clear distinction between the two models. They explained that 
the Big Five Model (Goldberg, 1990) stems from lexical research and is characterised as a 
descriptive model. The Five Factor Model (Costa & McCrae, 1985), however, is based on 
research with questionnaires and is, therefore, characterised as an explanative model. 
Therewith, the Big Five Model functions as the lexical argumentation of the traits 
measurement from the explanative Five Factor Model. It remains remarkable that both lines 
of investigation came to the same format of personality. Earlier research shows that the Five 
Factor Model has slowly evolved over time into a general accepted and reliable model for 
measuring personality (Digman, 1996). Nowadays, the Five Factor Model (FFM) has shown 
robustness across cultures, media, age groups and offers a model for unifying the field of 
personality attributes. 
Openness focus on the new
Conscientiousness focus on the result
Big Five Model Extraversion focus on the outside world
Altruism focus on the other
Neuroticism emotial instability
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In measuring the supplementary fit (Muchinsky & Monahan, 1987) or value 
congruence fit (Cable & Edwards, 2004), different researchers used the Five Factor Model in 
structuring personality (Digman, 1990; Westerman & Cyr, 2004). Next to this, the FFM 
underlies different personality tests, like the NEO-PI-R (Costa & McCrae, 1985), the NEO-
FFI (Costa & McCrae, 1991) and the FFPI (Hendriks et al., 1999). The present study follows 
this widely acknowledged line of research. 
The Big Five or Five Factors differ from values, defined as the criteria people use to 
evaluate actions, people and events (Rokeach, 1973), in three ways that support their 
separate conceptual treatment (Bilsky & Schwartz, 1994): (a) traits are seen as descriptions 
of the unique attributes beyond observed behaviour, whereas values are criteria used to 
judge or appreciate the desirability of performed behaviour, (b) traits vary in terms of how 
much of a characteristic individuals exhibit, whereas values vary in terms of the importance 
that individuals attribute to particular goals, and, (c) personality traits describe actions 
presumed to emerge from ‘what persons are like’ regardless of their intentions, whereas 
values refer to the individual’s intentional goals that are available to consciousness. This 
makes both traits and values significant variables for measuring the personal characteristics 
of the supplementary P-O fit (Muchinsky & Monahan, 1987), since it conceptualizes two 
aspects of a person’s qualities, that together form the person-side of the value congruence fit 
(Cable & Edwards, 1994). The next section will further elaborate on work values.  
 
2.2.2. Work values 
Schwartz (1992) defines values as desirable, trans-situational goals, varying in 
importance, that serves as guiding principles in people’s lives. The crucial content aspect 
that distinguishes among values is the type of motivational goal they express. In order to 
coordinate with others in the pursuit of the goals that are important to them, groups and 
individuals represent these requirements cognitively (linguistically) as specific values about 
which they communicate (Schwartz, 2006). 
An examination of the many definitions of values reveal five common features (Bilsky 
& Schwartz, 1994). Values (a) are concepts or beliefs, (b) are about desirable end states or 
behaviours, (c) transcend specific situations, (d) guide selection of behaviour and events, 
and (e) are ordered by relative importance. Work goals or values are seen as expressions of 
basic values in the work setting. 
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Schwartz (1992) introduced his universal values theory, in which he presented four 
value factors, consisting of ten value types. Each of the ten basic values can be 
characterized by describing its central motivational goal: (a) Self-Transcendence: (1) 
universalism (‘social justice, equality’), (2) benevolence (‘helpfulness’); (b) Conservatism: (3) 
conformity (‘obedience’), (4) tradition (‘humility, devoutness’), (5) security (‘social order’); (c) 
Self-Enhancement: (6) power (‘authority, wealth’), (7) achievement (‘success, ambition’), (8) 
hedonism (‘pleasure’); and (d) Openness to Change: (9) stimulation (‘exciting life’), and, (10) 
self-direction (‘creativity, freedom’). The ten basic values are intended to include all the core 
values recognized in cultures around the world. These ten values cover the distinct content 
categories found in earlier value theories, in value questionnaires from different cultures, and 
in religious and philosophical discussions on values (Schwartz, 2006). Schwartz found that 
his model was being recognized within 20 nations worldwide. Some values contradict one 
another (e.g., benevolence and power) whereas others are compatible (e.g., conformity and 
security). The structure of values refers to these relations of conflict and congruence among 
values, not to their relative importance. Even though the types of human motivation that 
values express and the structure of relations among them are universal, individuals differ 
substantially in the relative importance they attribute to their values. That is, individuals have 
different value priorities that derive from adaptation to life experiences. Adaptation may take 
the form of upgrading attainable values and downgrading thwarted values (Schwartz, 2006). 
 
Figure 2. The Universal Values Theory 
Universalism
Benevolence
Tradition
Conformity
Security
Power
Achievement
Hedonism
Stimulation
Self-Direction
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In their correlational research involving the factor analysis of 999 responses to the 
Basic Values Survey (a shortened form of Schwartz, 1992) and Work Value Survey (using 
common work values distilled by the researchers), Ros et al. (1999) found that the factor 
openness to change matched with intrinsic values, conservatism with extrinsic, self-
transcendence with social and self-enhancement with prestige values.  
Daehlen (2008), subsequently, differentiated work values, defined as enduring beliefs 
that a specific mode of conduct or end-state of existence is personally or socially preferable 
to an opposite or converse mode of conduct or end-state of existence (Rokeach, 1973), in 
intrinsic (personal development) and extrinsic values (altruism and monetary rewards). This 
distinction identifies work values as being either goals or means. According to this 
classification, typical intrinsic values included interesting and challenging work, comparable 
with the two factors: openness to change and self-enhancement of Schwartz (1992). High 
income, job security and helping others were typical extrinsic values similar to the factors: 
conservatism and self-transcendence. Grouping the ten values of Schwartz (1992) in this 
goals and means format (Daehlen, 2008), provides the next two clusters of work values: (1) 
intrinsic values: (a) openness to change: self-direction, stimulation, hedonism, (b) self-
enhancement: achievement and power, (2) extrinsic values: (a) self-transcendence: 
universalism, benevolence, and, (b) conservatism: conformity, tradition and security.  
In spite of the distinctions between personality traits and work values, it can be 
difficult to disentangle the two constructs in practice (Parks & Guay, 2009), since in mutual 
interaction both confer to the core elements of the P-O fit: behaviour and motivation. 
Therefore, to work on an improved insight in the interplay between these two inner constructs 
of the supplementary P-O fit, the next section will focus on the interrelatedness of traits and 
values. 
 
2.3. The association between personality traits and work values 
This present study further investigates the association between personality traits and 
work values, by distinguishing values in intrinsic (‘goals related’) and extrinsic (‘means 
related’) values (Daehlen, 2008). By doing so, this study aims to distinguish the more 
supplementary related (‘personal motivations and characteristics’) relations from the more 
complementary related (‘environmental needs and supplies’) relations (Kristof, 1996). 
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Different researchers so far have studied the association between personality traits, 
demographic variables like gender, age and education and work values, mostly as part of 
their joint explanatory relation with a declared work-related aspect. Studies conducted on this 
subject, however, do not agree on which associations are stronger or strongest. 
Berings, De Fruyt & Bouwen (2004), in their study on the incremental validity of work 
values to predict vocational interests over and above personality traits, found that especially 
the traits Conscientiousness and Extraversion positively explained work values in general. 
Furnham et al. (2005), in their two-study investigation into the relationships between 
the Big Five personality factors and individual’s work values for both British and Greek 
employees, found that Altruism, Extraversion and Openness were robust predictors of four 
factors of work values in general. 
In her subsequent meta-analysis of eleven studies on the relation between 
personality traits and work values, Parks (2007) concluded that mainly Altruism and 
Openness had the strongest relations with work values in general. She emphasized the lack 
of agreement on which relations are stronger or strongest. 
Bruyninckx & Valkeneers (2010) found, as part of their study on the influence of 
personality on work motivation, that Extraversion and Openness related strongest positive 
and Altruism related strongest negative to intrinsic values. Remarkable in their study is the 
division of work values in three categories: (1) intrinsic, (2) need for affiliation, and, (3) 
extrinsic values. In their study, intrinsic values are related to aspects of self-realization and 
are mainly similar to the ‘openness to change’ and, partly, ‘self-enhancement’ factors of 
Schwartz (1992). Affiliation related values concern social and relational aspects and are 
chiefly equal to the ‘conservatism’ and, partly, ‘self-enhancement’ factors. And extrinsic 
values concern material- and security aspects, comparable with the ‘self-transcendence’ 
factor. 
Bipp (2010), studied the relation between personality traits and the valuation of (1) 
intrinsic motivation factors like: meaningfulness of work, autonomy responsibility and (2) 
extrinsic motivation factors like: job security, benefits and relationships with colleagues. 
Therewith, she used a variant of a values model that seems to be comparable with the 
classification of Daehlen (2008). She found that principally the personality factors 
Extraversion and Conscientiousness related positively and the factor Altruism related 
negatively to intrinsic motivation factors.   
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Because of the differences in the outcomes of the above mentioned studies, the 
comment of Parks (2007) on the lack of agreement remains up-to-date and relevant. 
However, based on the results of Bruyninckx & Valkeneers (2010) and Bipp (2010) there 
seems to be a tentative indication that traits relate strongest to, mainly, the intrinsic work 
values. Possibly these type of values are, just like traits, part of the more enduring aspects of 
people's orientations towards employment (Cook et al., 1981, p.132). 
Therefore, built on the earlier discussed concepts of traits and values and elaborating 
on the similarities in the above mentioned studies, it is hypothesized to find the strongest 
association between traits, demographic variables and intrinsic (‘goals’) work values. 
 
H1: Personality traits with the demographic variables gender, educational level and age show 
a stronger positive relation with intrinsic work values (‘goals’) than with extrinsic work 
values (‘means’). 
 
The question is, however, to what amount age influences personality traits. Therefore, 
the next section will focus on earlier studies about the effect of age on the development of 
personality traits.  
 
2.4. The influence of age on the development of personality traits 
Roberts et al. (2006) define personality traits as the relatively enduring patterns of 
thoughts, feelings and behaviours that distinguish individuals from one another. Different 
researchers until approximately the year 1994 used this phrase to mean that personality 
traits stopped changing in adulthood (McCrae & Costa, 1994). For example, Caspi and 
Roberts (1990) confirmed, through a longitudinal study amongst 1.000 children, the 
conceptualization of an inborn and immutable set of personality traits. However, since 1994, 
cross-sectional and longitudinal studies of personality trait change in adulthood have forced a 
re-evaluation of the assumption that personality traits do not change in adulthood (Roberts et 
al., 2006).  
Research now shows that personality traits continue to change in adulthood and often 
into old age, and that these changes may be quite substantial and consequential. In their 
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comment on Roberts et al. (2006), Costa & McCrae (2006) reacted that these findings are 
consistent with their earlier conclusions about modest change from the age of 35 years and 
older, the so-called midcareer age: (a) Extraversion and Neuroticism decline, whereas 
Altruism and Conscientiousness increase with age, (b) Openness first increases and then 
decreases, (c) changes are more pronounced in early adulthood than either before or after, 
and (d) similar development patterns are found for men and women. This seems to suggest 
that personality change is, in part, predictable, since it follows age development, whereas the 
most notable change seems to take place in the transition from early career to midcareer 
age. 
Therefore, it is hypothesized to find a higher rating for the traits Extraversion and 
Neuroticism in the group of people until the age of 35 years. And, it is hypothesized to find a 
higher rating for the traits Altruism and Conscientiousness in the group of people of 35 years 
and older. 
 
H2a: People until the age of 35 years give a higher rating to the personality traits Extraversion 
and Neuroticism than people of 35 years and older. 
 
H2b: People of 35 years and older give a higher rating to the personality traits Altruism and 
Conscientiousness than people until the age of 35 years. 
 
2.5. The influence of age on the development of work values 
Next to the assumed effect of age on the development of personality traits, different 
researchers have indicated an effect of age on the maturation of work values as well. 
Cherrington et al. (1979) found that the individual development of work values is, just like 
personality, significantly influenced by age, even when the effects of income, education, sex, 
seniority and occupational level are controlled. They assume that the differences in the work 
values of older and younger workers primarily might be attributed to the kind of socialization 
process they have experienced. This seems to be confirmed by the study of Schwartz 
(2006), in which he concludes that individuals own different value priorities that develop from 
the adaption to life experience and therefore derive from an increasing age.  
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Rhodes (1983), through a review of more than 185 studies, examined age-related 
differences in three major categories of variables: attitudes, behaviours and values. In her 
study she added the three career stages of Super (1957): (1) trial stage, (2) stabilization 
stage and (3) maintenance stage, to which Rabinowitz & Hall (1981) later added three age-
arrays: (1) early career with age 21 – 35, (2) midcareer with age 36 – 50, and late career with 
age 51 and over. Rhodes (1983) found that each of the three stages has its own set of 
strongly appreciated values. Noticeable in her study is that she found that the importance of 
needs for extrinsic factors like wage, security and affiliation increase with the development in 
career stage, whereas the importance of intrinsic factors like autonomy and self-actualization 
or growth need strength decreases.  
Inglehart (1997) confirmed the outcomes of Rhodes (1983) by demonstrating that, 
linearly measured, older people in much of the world give, as a result of a cohort effect, 
higher priority to materialist (economic and physical security) versus post-materialist (self-
expression and quality of life) values than younger people. Johnson (2001) reaffirmed the 
corresponding outcomes found in the earlier studies of Cherrington et al. (1979), Rhodes 
(1983) and Inglehart (1997). She concludes that, on average, young people in their early 
career, attach lesser importance to various (materialist or extrinsic) job rewards than older 
workers. 
These findings seem to indicate a strong difference in appreciated work values 
between people in their early career and those in their mid- or late career stage. More 
specific, these studies seem to indicate that the change in values follows age development, 
in a sense that people until their midcareer give high priority to intrinsic (‘goals related’) 
values, whereas people from their midcareer seem to appreciate extrinsic (‘means related’) 
values. 
Therefore it is hypothesized to find a higher rating for the intrinsic (‘goals’) work 
values in the group of people until the age of 35 years. And it is hypothesized to find a higher 
rating for extrinsic (‘means’) work values in the group of people of 35 years and older. 
 
H3a: People until the age of 35 years give a higher rating to intrinsic (‘goals’) work values than 
people of 35 years and older. 
H3b: People of 35 years and older give a higher rating to extrinsic (‘means’) work values than 
people until the age of 35 years. 
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2.6. The influence of age in the association between traits and values 
The above mentioned studies on the separate development of both traits and values 
seem to indicate a transition point at the start of the midcareer age, which begins at the age 
of nearby 35 (Rabinowitz & Hall, 1981). People until their midcareer seem to target on the 
so-called myself-oriented characteristics (Extraversion, Neuroticism, Intrinsic values), 
whereas people from their midcareer appear to focus on the fellow human-oriented 
characteristics (Altruism, Conscientiousness, Extrinsic values). 
Noticeable in this respect is the anchor theory of Schein (1990). This theory assumes 
that people develop a strong self-concept over time, that represents their internal careers or 
anchors. Individuals generally discover their dominant career anchors when they start to 
stabilise in their careers or jobs – usually at the midcareer age of around 35. Once, the self-
concept has been formed, it functions as a stabilizing force that the person will not give up 
when forced to make a choice. More specific, Schein (1990) defines a career anchor as a 
pattern of self-perceived talents, motives and values that serve to guide, constrain, stabilise 
and integrate individual careers. Feldman & Bolino (1996) represent the career anchors as a 
mixture of traits (‘talents-based’) and values (‘needs-based and values-based’) elements. 
This illustrates that career anchors result from a joint development of individual traits and 
values throughout the years, whereas they adjust more or less at around the age of 35.  
Therewith, traits and values affect one another, whereas the type of significant 
positive associations evolve over time. More specific, it is hypothesized, in line with the 
above mentioned studies, to find a significant positive relation between the traits  
Extraversion and Neuroticism and intrinsic values for people until the age of 35 years. Next 
to this, it is hypothesized to find a significant positive relation between the traits Altruism and 
Conscientiousness and extrinsic values for people from their midcareer (35 years and older). 
 
H4a: Age influences the association between the personality factors Extraversion and 
Neuroticism and intrinsic (‘goals’) work values in the sense that this association is 
stronger for people until the age of 35 compared to people of 35 years and older. 
H4b: Age influences the association between the personality factors Altruism and 
Conscientiousness and extrinsic (‘means’) work values in the sense that this 
association is stronger for people of 35 years and older compared to people until the 
age of 35. 
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2.7. Research model 
The central research question on the role of age in the association between 
personality traits and work values can be illustrated as presented in the next figure. 
 
 
Figure 3. Research model 
 
Chapter 3 will describe the methodology of the study by explaining the research 
procedure, measures and data analysis. Chapter 4 then presents the results of measuring 
the role of age in the association between personality traits and work values for the group of 
business and private bankers. In chapter 5 these results will be used to discuss the 
measured associations between traits and values and the results on the age-specific 
appreciation of particular traits and type of values. Subsequently, the results on the 
moderating influence of age on the detailed associations between specific traits and values 
will be discussed. Finally, chapter 5 will present the conclusions and an overview of the 
limitations of this study. This will be complemented with implications and recommendations 
for future research. 
 
  
personality factors work values
of the of the
Big Five Model Universal Values Model
Age
{ < 35; >= 35 }
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Chapter 3. Methodology 
3.1. Participants and procedures 
This study investigates the moderating influence of age in the association between 
personality traits and work values of Dutch commercial business or private bankers.  
All participants (N = 246) completed an assessment procedure as part of their 
personal development program during the period 2008 – 2009. Therefore they completed 
online both the 300 items of the Nederlandse Persoonlijkheid Test (Van Thiel, 2008), the 140 
items of the Nederlandse Werkwaarden Test (Van Thiel, 2008) and three questions about 
age, gender and educational level. After an explanation of the testing procedure by a certified 
test psychologist, the questionnaires were singly completed in approximately 45 minutes, 
with a small coffee break in between the two tests. The used procedure resulted in a no non-
response. The 246 respondents (88 female, 158 male) are of an average age of 38.3 years 
(SD = 8.6), with 36.2% until the age of 35 years and 63.8% of 35 years and older. 32.9% of 
the respondents holds a vocational degree and 67.1% owns an university degree. 
3.2. Measures 
 
3.2.1. Personality traits of the Five Factor Model 
 For the measurement of personality traits, the Dutch Personality Test (De 
Nederlandse Persoonlijkheid Test) (NPT: Van Thiel, 2008) is used. This measure is a 
validated Dutch translation for the measurement of the Five Factor Model (Costa & McCrae, 
1985). The questionnaire measures the five personality factors and its 30 underlying facets 
(see Appendix I for all items). Analysis of the 300 items on a 5-point Likert scale, Cronbach’s 
Alpha and factor analysis were carried out on a sample of 577 respondents in the 
Netherlands (Van Thiel, 2008). The domain scales show internal reliabilities which range 
from .70 to .92 (Table 2, chapter 5). Facet scales show internal reliabilities from .55 to .67.  
This study is built on the relationship of the NPT (Van Thiel, 2008) with the Five 
Factor Model (Costa & McCrae, 1985) with the NEO-PI-R (Costa & McGrae, 1985) as 
benchmark. The NEO-PI-R is a measure of the five major domains of personality of the Five 
Factor Model as well as the six facets that define each domain. The NEO-PI-R is recognized 
internationally as a golden standard for personality assessment. A detailed overview of the 
lexical similarities between the Dutch constructs of the NPT, their Cronbach’s alpha and their 
English equivalent of the NEO-PI-R is presented below.  
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(I) Extraversie (‘extraversion’) α = 0.87, consisting of Toegankelijk (‘warmth’) α = 0.88, 
Sociabel (‘gregariousness’) α = 0.86, Assertief en dominant (‘assertiveness’) α = 0.88, 
Energiek (‘activity’) α = 0.81, Spanningsbehoefte (‘excitement seeking’) α = 0.90, 
Opgewektheid (‘positive emotion’) α = 0.86. (II) Emotionaliteit (‘neuroticism’) α = 0.87, 
consisting of Zorgelijkheid (‘anxiety) α = 0.92, Irritatie (‘angry hostility’) α = 0.84, 
Neerslachtigheid (‘depression’) α = 0.91, Niet Zelfverzekerd (‘self-consciousness’) α = 0.89, 
Ongeremd (‘impulsiveness’) α = 0.74, Kwetsbaarheid (‘vulnerability’) α = 0.89. (III) 
Gewetensvolheid (‘conscientiousness’) α = 0.81, consisting of Effectief (‘competence’) α = 
0.81, Ordelijkheid (‘order’) α = 0.84, Plichtsgetrouw (‘dutifulness’) α = 0.72, Prestatiegericht 
(‘achievement striving’) α = 0.78, Zelfstarter (self-discipline) α = 0.89, Behoedzaam 
(‘deliberation’) α = 0.80. (IV) Meegaandheid (‘altruism’) α = 0.76, consisting of Vertrouwen 
(‘trust’) α = 0.82, Integer en Oprecht (‘straightforwardness’) α = 0.80, Bekommeren 
(‘altruism’) α = 0.75, Mild en Vergevingsgezind (‘compliance’) α = 0.72, Bescheidenheid 
(‘modesty’) α = 0.78, Medelijden (‘tender mindedness’) α = 0.70. (V) Openheid (‘openness’) α 
= 0.81, consisting of Fantasie (‘fantasy’) α = 0.83, Kunst en natuur minnend (‘aesthetics’) α = 
0.81, Inzicht in emoties (‘feelings’) α = 0.86, Variatiebehoefte (‘actions’) α = 0.81, Intellect 
(‘ideas’) α = 0.79, Niet conservatief (‘values’) α = 0.75. 
A principal axis factor analysis (KMO = 0.879, Bartlett’s Test of Sphericity p <0.05, 
Sig. 0,000) was conducted on the personality facets. A varimax rotation confirmed, with the 
exclusion of Variatiebehoefte (‘actions’) and Intellect (‘ideas’), the same five personality 
factors of Van Thiel (2008) (see Table 1, Appendix III.1). This study uses the measures of 
the five NPT personality factors: X1 Extraversie (‘extraversion’), X2 Emotionaliteit 
(‘neuroticism’), X3 Gewetensvolheid (‘conscientiousness’), X4 Meegaandheid (‘altruism’) and 
X5 Openheid (‘openness’). 
 
3.2.2. Measurement of work values 
Values (work related) is measured with the Dutch Work Values Test (De Nederlandse 
Werkwaarden Test) (NWT: Van Thiel, 2008). This test is based on the 12 SWVI-R values 
(Zytowski, 2006) plus two extra values, both derived from the 1970 version of the SWVI 
(‘aesthetics / management’ and ‘altruism’). The SWVI is based on the universal values theory 
(Schwartz, 1992) and revealed good reliability results which range from .72 to .88. Analysis 
of the 140 items of the NWT (Van Thiel, 2008) on a 5-point Likert scale, Cronbach’s Alpha 
and factor analysis were carried out on a sample of 510 respondents in the Netherlands. The 
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domain scales show internal reliabilities which range from .74 to .92 (see Appendix II for all 
items). A detailed overview of the lexical similarities between the Dutch constructs of the 
NWT, their Cronbach’s alpha and their English equivalent of the SWVI-R is presented below.  
Afwisseling (‘variety’) α = 0.85, Altruïsme (‘altruism / SWVI’) α = 0.77, 
Arbeidsomstandigheden (‘work environment’) α = 0.80, Autonomie (‘independence’) α = 
0.84, Balans werk en privé (‘lifestyle’) α = 0.74, Creativiteit (‘creativity’) α = 0.92, Financiële 
beloning (‘income’) α = 0.89, Invloed (‘supervision’) α = 0.89, Prestaties (‘achievement’) α = 
0.81, Prestige (‘prestige’) α = 0.90, Relaties op het werk (‘co-workers’) α = 0.84, Structuur 
(‘aesthetics, management / SWVI’) α = 0.91, Zekerheid (‘security’) α = 0.88, Zelfontwikkeling 
(‘mental challenge’) α = 0.88. 
Van Thiel (2008) measured four clusters of work values, comparable with both 
Schwartz (1992) and Ros et al. (1999): (1) Ambitie profiel (‘ambition profile’): invloed 
(‘supervision’), prestaties (‘achievement’), and, prestige (‘prestige’); (2) Zelfstandig profiel 
(‘independently profile’): afwisseling (‘variety’), autonomie (‘independence’), creativiteit 
(‘creativity’), and, zelfontwikkeling (‘mental challenge’); (3) Conventioneel profiel 
(‘conventional profile’): arbeidsomstandigheden (‘work environment’), balans werk en privé 
(‘lifestyle’), financiële beloning (‘income’), structuur (‘aesthetics, management / SWVI’), and, 
zekerheid (‘security’); (4) Mensgericht profiel (‘people oriented profile’): altruïsme (‘altruism / 
SWVI’), and, relaties op het werk (‘co-workers’). A principal axis factor analysis (KMO = 
0.758, Bartlett’s Test of Sphericity p <0.05, Sig. 0,000) was conducted on the work values. A 
varimax rotation confirmed the same four factors of Van Thiel (2008) (see Table 2, Appendix 
III.2). 
 This study categorizes the 14 NWT work values into the intrinsic and extrinsic 
classification of Daehlen (2008): (1) intrinsic values: Openness to change (Schwartz, 1992) 
or Intrinsic (Ros et al., 1999) plus Self-enhancement (Schwarz, 1992) or Prestige (Ros et al., 
1999): Y1 afwisseling (‘variety’), Y4 autonomie (‘independence’), Y6 creativiteit (‘creativity’), Y8 
invloed (‘supervision’), Y9 prestaties (‘achievement’), Y10 prestige (‘prestige’), and, Y14 
zelfontwikkeling (‘mental challenge’); (2) extrinsic values: Conservatism (Schwartz, 1992) or 
Extrinsic (Ros et al., 1999) plus Self-transcendence (Schwartz, 1992) or Social (Ros et al., 
1999): Y2 altruïsme (‘altruism / SWVI’), Y3 arbeidsomstandigheden (‘work environment’), Y5 
balans werk en privé (‘lifestyle’), Y7 financiële beloning (‘income’), Y11 relaties op het werk 
(‘co-workers’), Y12 structuur (‘aesthetics, management / SWVI’), and, Y13 zekerheid 
(‘security’). 
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3.3. Control variables 
Age (Z2) is measured on a linear scale and for this study, reversed to a dichotomous 
variable for two age groups (< 35 years = 0; >= 35 years = 1). The background variables in 
this study are Z1 gender and Z3 educational level. Gender is a dichotomous variable (0 = 
female and 1 = male). Educational level is a dichotomous variable of 0 = vocational degree 
and 1 = university degree, composed of nine different educational levels. 
 
3.4. Data analysis 
This study used SPSS version 18 (De Vocht, 2010) to conduct a quantitative analysis 
of a set of (1) 14 dependent work values variables, (2) five independent personality traits 
variables, (3) two background variables: gender and educational level, and, (4) one 
moderating variable: age. 
The data analysis started with a pre-analysis procedure on testing the dataset on 
skewness and kurtosis. The Q-Q plot resulted in six outliers, that were manually deleted. 
Then, a correlation matrix was created to test the coherence between the variables. Next, an 
independent samples t-test was conducted to estimate the effect of the background variables 
gender and educational level on the personality traits and on the work values. After that, 
multicollinearity was assessed on the basis of the significant correlations between the 
explanatory variables. The criterion in this respect was that correlations should not exceed 
the value of 0.80 (Ten Hacken, 2009).  
Then a stepwise multiple linear regression analysis of the dependent 14 NWT work 
values, the independent five NPT personality factors and the two background variables, 
gender and educational level was conducted. The regression models were estimated with 
the F-value at a significance level of 5% where the values were explained based on the 
personality traits and the significant background variables. Subsequently, with a single linear 
regression analysis, the effect of the two age groups on the personality traits and work 
values was assessed. 
For determining the moderating influence of age, interaction terms with age were 
calculated for each of the five independent NPT personality factors and the two background 
variables gender and educational level. Then a stepwise moderation analysis with multiple 
linear regression analysis was conducted on the 14 NWT work values, the five NPT 
personality factors and the seven interaction terms with age. 
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Chapter 4. Results 
 Table 3 reports the descriptive statistics of all variables in the study, including means 
and standard deviations, alpha reliabilities and inter-correlations between all measures. 
 
Table 3. Means, standard deviations, alpha reliabilities and inter-correlations for the model variables 
 
Table 3. continued 
 
Variable N Valid Missing M SD α X1 X2 X3 X4 X5 Y1 Y4 Y6 Y8
Personality traits
X1 Extraversie 246 0 63,47 24,56 0,87 -
X2 Emotionaliteit 242 4 27,31 19,60 0,87 -0,570** -
X3 Gewetensvolheid 242 4 74,36 19,83 0,81 0,283** -0,389** -
X4 Meegaandheid 246 0 58,08 24,45 0,76 -0,145* -0,009 0,218** -
X5 Openheid 246 0 40,66 27,25 0,81 0,416** -0,290** 0,036 0,081 -
Intrinsic work values
Y1 Afwisseling 246 0 56,06 25,64 0,85 0,611** -0,456** 0,258** 0,004 0,490** -
Y4 Autonomie 246 0 56,13 27,17 0,84 0,426** -0,336** 0,014 -0,118 0,507** 0,454** -
Y6 Creativiteit 246 0 52,48 24,65 0,92 0,414** -0,327** 0,097 -0,028 0,446** ,0,639** 0,365** -
Y8 Invloed 246 0 53,16 26,65 0,89 0,520** -0,335** 0,310** -0,266** 0,237** 0,473** 0,291** 0,417** -
Y9 Prestaties 240 0 65,12 22,94 0,81 0,470** -0,338** 0,227** -0,339** 0,266** 0,500** 0,382** ;0,361** 0,506**
Y10 Prestige 246 0 48,40 27,10 0,90 0,169** -0,044 0,066 -0,282** 0,127* 0,219** 0,100 0,180** 0,375**
Y14 Zelfontwikkeling 246 0 60,76 25,54 0,88 0,546** -0,503** 0,436** 0,088 0,460** 0,648** 0,486** 0,496** 0,446**
Extrinsic work values
Y2 Altruïsme 246 0 55,00 25,64 0,77 0,183** -0,109 0,326** 0,541** 0,115 0,182** -0,096 0,103 0,035
Y3 Arbeidsomstandigheden 246 6 48,90 28,63 0,80 -0,125* 0,098 0,013 0,069 0,052 0,062 -0,174** 0,026 -0,020
Y5 Balans werk en privé 246 0 44,39 27,32 0,74 -0,043 0,082 0,002 0,209** 0,135* 0,046 -0,024 0,072 -0,142*
Y7 Financiële beloning 246 0 53,33 25,20 0,89 0,098 -0,063 0,051 -0,250** 0,078 0,248** 0,023 0,140* 0,168**
Y11 Relaties op het werk 246 0 58,71 25,74 0,84 0,274** -0,091 0,114 0,100 0,050 0,207** -0,059 0,068 0,037
Y12 Structuur 246 0 43,34 26,33 0,91 -0,460** 0,404** -0,025 0,070 -0,472** -0,464** -0,762** -0,348** -0,279**
Y13 Zekerheid 246 0 47,36 26,66 0,88 -0,215** 0,137* 0,155* 0,158* -0,257** -0,123 -0,452** -0,045 -0,116
Control variabels
Z1 Geslacht 246 0 - - - 0,005 -0,111 -0,028 -0,350** -0,325** -0,027 -0,075 0,107 0,207**
Z2 Leeftijd 246 0 38,26 8,64 - -0,167** -0,064 -0,002 0,235** 0,015 0,030 0,017 0,036 -0,044
Z3 Opleidingsniveau 246 0 - - - 0,266* -0,243** 0,078 -0,189** 0,326** 0,152* 0,415** 0,085 0,123
* p < 0,05 (2-tailed); ** p < 0,01 (2-tailed)
Variable Y9 Y10 Y14 Y2 Y3 Y5 Y7 Y11 Y12 Y13 Z1 Z2 Z3
Y9 Prestaties -
Y10 Prestige 0,415** -
Y14 Zelfontwikkeling 0,471** 0,073 -
Extrinsic work values
Y2 Altruïsme -0,012 -0,047 0,244** -
Y3 Arbeidsomstandigheden 0,053 0,253** -0,104 0,020 -
Y5 Balans werk en privé 0,029 0,051 -0,070 0,134* 0,447** -
Y7 Financiële beloning 0,479** 0,345** 0,052 -0,091 0,409** 0,289** -
Y11 Relaties op het werk 0,219** 0,118 0,172** 0,415** 0,212** 0,251** 0,193** -
Y12 Structuur -0,293** 0,047 -0,530** 0,026 0,310** 0,199** 0,035 0,064 -
Y13 Zekerheid -0,073 0,030 -0,131* 0,185** 0,425** 0,335** 0,283** 0,180** 0,462** -
Control variabels
Z1 Geslacht 0,105 0,084 -0,081 -0,181** -0,073 -0,233** 0,076 -0,047 0,071 -0,037 -
Z2 Leeftijd -0,107 -0,115 -0,169** 0,071 -0,025 -0,004 -0,055 -0,124 0,026 0,005 0,089 -
Z3 Opleidingsniveau 0,247** 0,160* 0,265** -0,109 -0,085 0,049 0,028 0,059 -0,309** -0,215** -0,126* -0,148* -
* p < 0,05 (2-tailed); ** p < 0,01 (2-tailed)
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Of the five personality traits, the trait Gewetensvolheid (‘conscientiousness’) gives the 
highest mean (63.47), whilst the trait Emotionaliteit (‘neuroticism’) shows the lowest mean 
(27.31). Of the intrinsic work values, Prestaties (‘achievement’) shows the highest mean 
(65.12) and Prestige (‘prestige’) gives the lowest mean (48.40). Of the extrinsic work values, 
Relaties op het werk (‘co-workers’) shows the highest (58.71) and Structuur (‘aesthetics / 
management’) presents the lowest mean (43.34). 
The significant inter-correlations between the different measures are modest, with a 
maximum of 0.611 for the personality trait Extraversie (‘extraversion’) and the intrinsic work 
value Afwisseling (‘variety’) and a minimum of -0.125 for the personality trait Extraversie 
(‘extraversion’) and the extrinsic work value Arbeidsomstandigheden (‘work environment’).  
The trait Extraversie (‘extraversion’) correlates significantly positive with all of the 
seven intrinsic work values, whereas the trait Emotionaliteit (‘neuroticism’) correlates 
negative with all of them. The trait Gewetensvolheid (‘conscientiousness’) correlates positive 
with the intrinsic values Afwisseling (‘variety’), Invloed (‘supervision’), Prestaties 
(‘achievement’) and Zelfontwikkeling (‘mental challenge’). The trait Meegaandheid (‘altruism’) 
correlates negative with the intrinsic values Invloed (‘supervision’), Prestaties (‘achievement’) 
and Prestige (‘prestige’). The trait Openheid (‘openness’) correlates, just like the trait 
Extraversie (‘extraversion’), positive with all of the seven intrinsic work values. 
The trait Extraversie (‘extraversion’) correlates significantly positive with the extrinsic 
work values Altruïsme (‘altruism / SWVI’) and Relaties op het werk (‘co-workers’), and 
correlates negative with the extrinsic values Arbeidsomstandigheden (‘work environment’), 
Structuur (‘aesthetics, management / SWVI’) and Zekerheid (‘security’). The trait 
Emotionaliteit (‘neuroticism’) correlates positive with the extrinsic values Structuur 
(‘aesthetics, management / SWVI’) and Zekerheid (‘security’). The trait Gewetensvolheid 
correlates positive with the values Altruïsme (‘altruism / SWVI’) and Zekerheid (‘security’). 
The trait Meegaandheid (‘altruism’) correlates positive with the extrinsic values Altruïsme 
(‘altruism / SWVI’) and Balans werk en privé (‘lifestyle’) and correlates negative with the 
value Financiële beloning (‘income’). The trait Openheid (‘openness’) correlates positive with 
the extrinsic value Balans werk en privé (‘lifestyle’) and correlates negative with the values 
Structuur (‘aesthetics, management / SWVI’) and Zekerheid (‘security’). 
 The control variable Geslacht (‘gender’) correlates significantly positive with the 
intrinsic work value Invloed (‘supervision’) and correlates negative with the traits 
Meegaandheid (‘altruism’) and Openheid (‘openness’) and with the extrinsic values Altruïsme 
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(‘altruism / SWVI’) and Balans werk en privé (‘lifestyle’). The control variable Leeftijd (‘age’) 
correlates positive with the trait Meegaandheid (‘altruism’) and correlates negative with the 
trait Extraversie (‘extraversion’) and the intrinsic work value Zelfontwikkeling (‘mental 
challenge’). The control variable Opleidingsniveau (‘educational level’) correlates positive 
with the trait Openheid (‘openness’), and with the intrinsic values Afwisseling (‘variety’), 
Autonomie (‘independence’), Prestaties (‘achievement’), Prestige (‘prestige’) and 
Zelfontwikkeling (‘mental challenge’). The control variable Opleidingsniveau (‘educational 
level’) correlates negative with the traits Emotionaliteit (‘neuroticism’) and Meegaandheid 
(‘altruism’), with the extrinsic values Structuur (‘aesthetics, management / SWVI’) and 
Zekerheid (‘security’) and with the control variables Geslacht (‘gender’) and Leeftijd (‘age’). 
Table 4a (Appendix III.3) reports the results of the independent samples t-test of the 
background variable Geslacht (‘gender’) on the personality traits and on the work values. 
This test is used to investigate if there is an effect of gender on the independent and 
dependent variables. The independent samples t-test shows that women, on average, score 
significantly higher on the traits Meegaandheid (‘altruism’) and Openheid (‘openness’) and on 
the extrinsic work values Altruïsme (‘altruism / SWVI’) and Balans werk en privé (‘lifestyle’), 
than men. In addition, men, on average, score higher on the intrinsic work value Invloed 
(‘supervision’) than women.  
Table 4b (Appendix III.4) presents the results of the independent samples t-test of the 
background variable Opleidingsniveau (‘educational level’) on the traits and values. This test 
is used to investigate if there is an effect of educational level on the independent and 
dependent variables. Respondents with a university degree score significantly higher on the 
traits Extraversie (‘extraversion’) and Openheid (‘openness’) and on the intrinsic work values 
Afwisseling (‘variety’), Autonomie (‘independence’), Prestaties (‘achievement’), Prestige 
(‘prestige’) and Zelfontwikkeling (‘mental challenge’) than respondents with a vocational 
degree, on average. The other way around, respondents with a vocational degree, score 
highest on the traits Emotionaliteit (‘neuroticism’) and Meegaandheid (‘altruism’) and on the 
extrinsic work values Structuur (‘aesthetics, management / SWVI’) and Zekerheid (‘security’).  
Table 5a gives the results of the stepwise multiple linear regression analysis, 
predicting the seven dependent intrinsic work values with the five independent personality 
traits, the two background variables Geslacht (‘gender’) and Opleidingsniveau (‘educational 
level’) and with the control variable Leeftijd (‘age’). The personality traits with the variables 
gender, educational level and age explained 12 until 49% of the variance in intrinsic work 
values. 
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Table 5a. Stepwise multiple linear regression analysis, predicting the intrinsic work values with the background 
variables and the personality traits 
 
Table 5a. Continued 
 
Opleidingsniveau (‘educational level’) adds 7% explained variance to the Autonomie 
(‘independence’) model. Geslacht (‘gender’) adds 8% explained variance to the Creativiteit 
(‘creativity’) model. Geslacht (‘gender’) adds 4% explained variance to the Invloed 
(‘supervision’) model. Meegaandheid (‘altruism’) adds 8% explained variance to the 
Prestaties (‘achievement’) model.  
Table 5b gives the results of the stepwise multiple linear regression analysis, 
predicting the seven dependent extrinsic work values with the five independent personality 
traits, the two background variables Geslacht (‘gender’) and Opleidingsniveau (‘educational 
level’) and with the control variable Leeftijd (‘age’). The personality traits with the variables 
gender, educational level and age explained 4 until 37% of the variance in extrinsic values. 
 
Y1: Afwisseling Y4: Autonomie Y6: Creativiteit
Intercept 28,172 18,228 16,743
B  Z1 Geslacht 0,251
B  Z2 Leeftijd
B  Z3 Opleidingsniveau -0,121 0,246 -0,114
B  X1 Extraversie 0,409 0,212 0,235
B  X2 Emotionaliteit -0,163
B  X3 Gewetensvolheid
B  X4 Meegaandheid
B  X5 Openheid 0,301 0,327 0,454
R
2
0,45 0,35 0,32
F 46,943 41,405 27,131
Sig. 0,000 0,000 0,000
B is the standardized coefficient
Y8: Invloed Y9: Prestaties Y10: Prestige Y14: Zelfontwikkeling
Intercept 6,333 43,761 51,116 38,778
B  Z1 Geslacht 0,187
B  Z2 Leeftijd -0,174
B  Z3 Opleidingsniveau
B  X1 Extraversie 0,351 0,269 0,167
B  X2 Emotionaliteit -0,227
B  X3 Gewetensvolheid 0,235 0,216 0,127 0,274
B  X4 Meegaandheid -0,218 -0,367 -0,331
B  X5 Openheid 0,147 0,169 0,134 0,326
R
2
0,39 0,34 0,12 0,49
F 29,341 29,428 10,639 44,825
Sig. 0,000 0,000 0,000 0,000
B is the standardized coefficient
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Table 5b. Stepwise multiple linear regression analysis, predicting the extrinsic work values with the background 
variables and the personality traits 
 
Table 5b. Continued 
 
The 4% of Arbeidsomstandigheden (‘work environment’) and the 6% of Balans werk 
en privé (‘lifestyle’) are too little to conclude a significant explanation by personality traits and 
background variables. Balans werk en privé (‘lifestyle’) is only slightly, negatively, being 
explained by the background variable Opleidingsniveau (‘educational level’). Openheid 
(‘openness’) adds 20% explained variance and Emotionaliteit (‘neuroticism’) adds 9% 
explained variance to the Structuur (‘aesthetics, management / SWVI’) model. 
In total, the personality traits with the variables Geslacht (‘gender’), Opleidingsniveau 
(‘educational level’) and Leeftijd (‘age’) explained 4 until 49% of the variance in all of the work 
values. For one of the seven intrinsic work values and for five of the seven extrinsic values, 
the percentage of variance explained is rather low. For eight values, the percentage of 
variance explained is rather strong. Six of them are intrinsic values, the other two are 
extrinsic values. 
Y2: Altruïsme Y3: Arbeidsomstandigheden Y5: Balans werk en privé
Intercept -4,280 57,512 53,014
B  Z1 Geslacht
B  Z2 Leeftijd
B  Z3 Opleidingsniveau -0,249
B  X1 Extraversie 0,227 -0,193
B  X2 Emotionaliteit
B  X3 Gewetensvolheid 0,139
B  X4 Meegaandheid 0,547
B  X5 Openheid 0,138
R
2
0,37 0,04 0,06
F 46,649 4,247 15,657
Sig. 0,000 0,015 0,000
B is the standardized coefficient
Y7: Financiële beloning Y11: Relaties op het werk Y12: Structuur Y13: Zekerheid
Intercept 70,065 31,138 40,694 44,390
B  Z1 Geslacht
B  Z2 Leeftijd
B  Z3 Opleidingsniveau
B  X1 Extraversie 0,286 -0,221 -0,211
B  X2 Emotionaliteit 0,267
B  X3 Gewetensvolheid 0,187 0,232
B  X4 Meegaandheid -0,275 0,137
B  X5 Openheid -0,287 -0,160
R
2
0,08 0,09 0,34 0,13
F 19,408 11,132 30,005 11,192
Sig. 0,000 0,000 0,000 0,000
B is the standardized coefficient
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Hypothesis 1 suggests that personality traits with the background variables gender, 
educational level and age show a stronger relation with intrinsic work values (‘goals’) than 
with extrinsic work values (‘means’). This study finds that, on average, 35% of the variance of 
intrinsic work values and 16% of the variance of extrinsic work values is explained by the 
personality traits, gender, educational level and age. Therefore, hypothesis 1 is supported. 
Table 6 (Appendix III.5) shows the single linear regression of the significance of the 
two age groups on the personality traits and work values. 
Hypothesis 2a suggests that people until the age of 35 years score higher on the 
personality traits Extraversie (‘extraversion’) and Emotionaliteit (‘neuroticism’) than people of 
35 years and older. This study shows that only a significant effect for the trait Extraversie 
(‘extraversion’) is found. Therefore, hypothesis 2a is only supported for the trait Extraversie 
(‘extraversion’). 
Hypothesis 2b suggests that people of 35 years and older score higher on the 
personality traits Meegaandheid (‘altruism’) and Gewetensvolheid (‘conscientiousness’) than 
people until the age of 35 years. This study shows no significant effects. Therefore, 
hypothesis 2b is not supported. 
Hypothesis 3a suggests that people until the age of 35 years score higher on the 
intrinsic work values than people of 35 years and older. This study presents a lower score on 
the intrinsic values Autonomie (‘independence’) and a higher score on the intrinsic value 
Zelfontwikkeling (‘mental challenge’). Therefore, hypothesis 3a is only supported for the 
intrinsic value Zelfontwikkeling (‘mental challenge’). 
Hypothesis 3b suggests that people of 35 years and older score higher on the 
extrinsic work values than people until the age of 35 years. This study shows no significant 
effects. Therefore, hypothesis 3b is not supported. 
 Table 7a gives the results of the stepwise moderation analysis with multiple 
regression analysis, predicting the influence of age in the association between the seven 
dependent intrinsic work values, the five independent personality traits and the two 
background variables Geslacht (‘gender’) and Opleidingsniveau (‘educational level’). 
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Table 7a. Stepwise moderation analysis with multiple linear regression analysis, predicting the influence of age in 
the association between intrinsic work values, personality traits and the background variables 
 
Table 7a. continued 
 
For two of the seven intrinsic work values, the study finds a small moderating 
influence. Age as a moderator adds 1% explained variance to the intrinsic value Autonomie 
(‘independence’) and subtracts 2% explained variance of the intrinsic value Zelfontwikkeling 
(‘mental challenge’). 
Y1: Afwisseling Y4: Autonomie Y6: Creativiteit
Intercept 28,712 14,986 16,743
B  Z1 Geslacht 0,251
B  Z2 Leeftijd
B  Z3 Opleidingsniveau -0,121 0,249 -0,114
B  X1 Extraversie 0,409 0,205 0,235
B  X2 Emotionaliteit -0,163
B  X3 Gewetensvolheid
B  X4 Meegaandheid
B  X5 Openheid 0,301 0,347 0,454
B  I1 Leeftijd * Extraversie
B  I2 Leeftijd * Emotionaliteit
B  I3 Leeftijd * Gewetensvolheid
B  I4 Leeftijd * Meegaandheid
B  I5 Leeftijd * Openheid
B  I6 Leeftijd * Geslacht 0,122
B  I7 Leeftijd * Opleidingsniveau
R
2
0,45 0,36 0,32
F 46,943 32,967 27,131
Sig. 0,000 0,000 0,000
Δ R2 0,01
B is the standardized coefficient
Y8: Invloed Y9: Prestaties Y10: Prestige Y14: Zelfontwikkeling
Intercept 6,333 43,761 53,455 7,905
B  Z1 Geslacht 0,187
B  Z2 Leeftijd
B  Z3 Opleidingsniveau
B  X1 Extraversie 0,351 0,269 0,248
B  X2 Emotionaliteit
B  X3 Gewetensvolheid 0,235 0,216 0,128 0,298
B  X4 Meegaandheid -0,218 -0,367 -0,336
B  X5 Openheid 0,147 0,169 0,327
B  I1 Leeftijd * Extraversie
B  I2 Leeftijd * Emotionaliteit -0,178
B  I3 Leeftijd * Gewetensvolheid
B  I4 Leeftijd * Meegaandheid
B  I5 Leeftijd * Openheid 0,137
B  I6 Leeftijd * Geslacht
B  I7 Leeftijd * Opleidingsniveau
R
2
0,39 0,34 0,12 0,47
F 29,341 29,428 10,696 51,300
Sig. 0,000 0,000 0,000 0,000
Δ R2 -0,02
B is the standardized coefficient
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Hypothesis 4a suggests that age influences the association between the personality 
traits Extaversie (‘extraversion’) and Emotionaliteit (‘neuroticism’) and intrinsic (‘goals’) work 
values in the sense that this association is stronger for people until the age of 35. 
The increase in Autonomie (‘independence’) is mainly explained by the interaction 
between age and gender. Therewith, the more older men seem to score higher on 
Autonomie (‘independence’). The decrease in Zelfontwikkeling (‘mental challenge’) is 
explained by the interaction between age and the trait Emotionaliteit (‘neuroticism’). An 
increasing age leads to a lower Emotionaliteit (‘neuroticism’), that, in interaction, results in a 
decrease in Zelfontwikkeling (‘mental challenge’). Next, the degree of influence of the trait 
Extraversie (‘extraversion’) on the values Autonomie (‘independence’) and Creativiteit 
(‘creativity’) slightly decreases with an increasing age. Therefore, hypothesis 4a is supported 
for the values Autonomie (‘independence’), Creativiteit (‘creativity’) and Zelfontwikkeling 
(‘mental challenge’). 
Table 7b gives the results of the stepwise moderation analysis with multiple 
regression analysis, predicting the influence of age in the association between the seven 
dependent extrinsic work values, the five independent personality traits and the two 
background variables Geslacht (‘gender’) and Opleidingsniveau (‘educational level’). 
Table 7b. Stepwise moderation analysis with multiple linear regression analysis, predicting the influence of age in 
the association between extrinsic work values, personality traits and the background variables 
 
Y2: Altruïsme Y3: Arbeidsomstandigheden Y5: Balans werk en privé
Intercept -4,280 57,512 53,014
B  Z1 Geslacht
B  Z2 Leeftijd
B  Z3 Opleidingsniveau -0,249
B  X1 Extraversie 0,227 -0,193
B  X2 Emotionaliteit
B  X3 Gewetensvolheid 0,139
B  X4 Meegaandheid 0,547
B  X5 Openheid 0,138
B  I1 Leeftijd * Extraversie
B  I2 Leeftijd * Emotionaliteit
B  I3 Leeftijd * Gewetensvolheid
B  I4 Leeftijd * Meegaandheid
B  I5 Leeftijd * Openheid
B  I6 Leeftijd * Geslacht
B  I7 Leeftijd * Opleidingsniveau
R
2
0,38 0,04 0,06
F 46,649 4,427 15,657
Sig. 0,000 0,015 0,000
Δ R2 0,01
B is the standardized coefficient
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Table 7b. continued 
 
For three of the seven extrinsic work values, this study finds a small moderating 
influence. Age as a moderator adds 4% explained variance to the extrinsic value Zekerheid 
(‘security’), and 1% explained variance to the extrinsic values Altruïsme (‘altruism / SWVI’) 
and Relaties op het werk (‘co-workers’). 
Hypothesis 4b suggests that age influences the association between the personality 
traits Extaversie (‘extraversion’) and Emotionaliteit (‘neuroticism’) and extrinsic (‘means’) 
work values in the sense that this association is stronger for people of 35 years and older. 
The increase in the value Altruïsme (‘altruism / SWVI’) is mainly explained by an 
increase in the degree of influence of the trait Meegaandheid (‘altruism’). The increase in the 
value Relaties op het werk (‘co-workers’) is explained by the interaction between age and the 
trait Openheid (‘openness’). An increasing age leads to a lower Openheid (‘openness’), that, 
in interaction, results in an increase in Relaties op het werk (‘co-workers’). The increase in 
the value Zekerheid (‘security’) is chiefly explained by the interaction between age and 
gender. The more older women give a greater preference to Zekerheid (‘security’). 
Therefore, only for the extrinsic value Altruïsme (‘altruism / SWVI’), hypothesis 4b is 
supported. 
The study demonstrates a small but significant moderating influence of age in the 
association between personality traits and work values. In the last chapter, the results and 
findings will be examined and discussed in detail. 
Y7: Financiële beloning Y11: Relaties op het werk Y12: Structuur Y13: Zekerheid
Intercept 70,065 30,793 40,694 51,042
B  Z1 Geslacht
B  Z2 Leeftijd
B  Z3 Opleidingsniveau -0,140
B  X1 Extraversie 0,317 -0,221 -0,182
B  X2 Emotionaliteit 0,267
B  X3 Gewetensvolheid 0,187 0,231
B  X4 Meegaandheid -0,275 0,158
B  X5 Openheid -0,287 -0,150
B  I1 Leeftijd * Extraversie
B  I2 Leeftijd * Emotionaliteit
B  I3 Leeftijd * Gewetensvolheid
B  I4 Leeftijd * Meegaandheid
B  I5 Leeftijd * Openheid -0,131
B  I6 Leeftijd * Geslacht -0,160
B  I7 Leeftijd * Opleidingsniveau
R
2
0,08 0,10 0,34 0,17
F 19,408 8,923 30,005 9,282
Sig. 0,000 0,000 0,000 0,000
Δ R2 0,01 0,04
B is the standardized coefficient
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Chapter 5. Conclusion, discussion and recommendations 
5.1. Conclusion 
This study examined the role of age in the association between personality traits and 
work values. In doing so, it tried to contribute to a life-course-related approach of the person-
side of the supplementary P-O fit. The labour market is nowadays, under pressure of a 
combination of diverse internal and external developments, constantly changing. Therewith, 
selecting authentic and versatile employees who are able to disseminate the organization’s 
mission and identity has become the critical factor of the selection process, like foreseen by 
Bowen et al. (1991). This increases the need for a long-term tenable supplementary P-O fit, 
which is said to exist when there is similarity between the fundamental characteristics of an 
organization and its employee (Muchinsky & Monahan, 1987). This study was conducted in 
the banking sector, that is facing an ascending tension between both the changing internal 
and external business requirements. Therewith, this sector experiences personally the 
importance of selecting and bringing into action authentic and versatile employees from a 
long-term tenable and age-dependent approach. 
This research found that, for the studied group of bankers, personality traits, together 
with the background variables gender and educational level, explain, on average, 35%, of the 
variance of the intrinsic work values. Therewith, hypothesis 1 was supported. Next, the study 
showed that people until the age of 35 years score significantly higher on the trait Extraversie 
(‘extraversion’). This partly supported hypothesis 2a. The study did not find evidence for 
hypothesis 2b, since people of 35 years and older did not score significantly higher on the 
traits Meegaandheid (‘altruism’) or Gewetensvolheid (‘consientiousness’). Subsequently, the 
study found that people until the age of 35 years score significantly higher on the intrinsic 
work value Zelfontwikkeling (‘mental challenge’). With this, hypothesis 3a was slightly 
supported, by which hypothesis 3b was not supported. Then the study found that the 
decrease in the intrinsic values Autonomie (‘independence’), Creativiteit (‘creativity’) and 
Zelfontwikkeling (‘mental challenge’) was mainly explained by an age-dependent decrease in 
the trait Extraversie (‘extraversion’). This partly supported hypothesis 4a. Next to this, the 
study found that the increase in the extrinsic value Altruïsme (‘altruism / SWVI’) was mainly 
an effect of an age-dependent increase in the trait Meegaandheid (‘altruism’). This slightly 
supported hypothesis 4b. 
Concluding, for this study’s sample of business and private bankers there is a small 
declaration of the role of age in the association between personality traits and work values.  
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5.2. Discussion and limitations of the study 
The outcomes of this study seem to imply that in measuring a long-term tenable 
supplementary P-O fit, a certain effect of age in the association between traits and values 
should be taken into account. Therefore, the indication that traits and values affect one 
another, whereas the type of significant associations evolve over time, might contribute to 
elucidating the lack of agreement on which associations are strongest (Parks, 2007). 
However, since the influence of age in this study is limited and since this study only 
investigated a group of bankers, this effect cannot be generalized. Therefore, a more 
detailed discussion of the possible implications of the results is needed. 
The division of frequently and seldom occurring traits and values suggests that 
business and private bankers, in this sample, can be characterised as conscious, rational, 
ambitious and dedicated people. However, since the six deleted outliers in the dataset were 
part of well-nigh the same set of most frequently occurring traits and values, there might be a 
second explanation. Theoretically, there could be an effect of a certain social desirability in 
the self-rating of the respondents, since they completed their assessment procedure as part 
of their personal development program at the time of the emergence of the 2008 credit crisis. 
This might have amplified the emerged picture of the self-assured, committed banker who is 
self-reliant and who is willing to sacrifice his or her private time.  
The most remarkable inter-correlations between traits and values suggest that, just 
like in the earlier conducted studies of Berings et al. (2004), Furnham et al. (2005), Parks 
(2007), Bruyninckx & Valkeneers (2010) and Bipp (2010), the personality traits Extraversie 
(‘extraversion’) and Openheid (‘openness’) contribute especially to intrinsic work values, 
whereas the trait Emotionaliteit (‘neuroticism’) is mainly related to extrinsic work values. This 
indicates that age plays only a limited role, which implies that there might be an effect of 
another, e.g. demographic, variable.  
The inter-correlations between the control variables and the traits plus values show 
that a higher education runs parallel with a higher score on intrinsic work values. At the same 
time, younger women are, on average, the highest educated; and women, in this sample, 
give more preference to altruistic and lifestyle related extrinsic values. This suggests that 
higher educated people show more curiosity and motivation from the inside, where their less 
higher educated colleagues presumably expect more support and encouragement out of 
their environment. Simultaneously, female, in this study, seem to jointly take their roles in 
private and business life into account, whereas it looks like that male focus more on their 
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individual ambitions. These findings suggest that, except for age, the associations between 
traits and values are, just like in the studies of Furnham et al. (2005), Bruyninckx & 
Valkeneers (2010) and Bipp (2010), affected by gender and educational level as well. This 
may partly explain the slight moderating impact of age on itself and might confirm the 
influence of other demographic variables. Since this study only investigated a group of 
bankers, this indication cannot be generalized. 
The outcomes of the multiple regression analysis on predicting the intrinsic work 
values show that, only for the value Zelfontwikkeling (‘mental challenge’), age adds a direct 
explained variance of 3% to the model. The models of the values Afwisseling (‘variety’), 
Autonomie (‘independence’) and Creativiteit (‘creativity’) suggest that higher educated 
employees give greater preference to self-employed job profiles whereas lesser educated 
people seem to prefer space for a certain diversity and originality in working. Next, male, in 
this sample, attach greater importance to creativity and  authority than women. These results 
suggest that the associations between traits and values evolve with the level of rounded 
education and are partly determined by gender. This strengthens the assumption that age 
seems to be only one of the determining variables, which may explain its slight impact on the 
associations. 
The outcomes of the multiple regression analysis on predicting the extrinsic work 
values show that for none of the seven models age nor gender adds direct explained 
variance to the model. The Balans werk en privé (‘lifestyle’) model suggests that the higher 
the educational level, the more the job demands flexibility in working conditions. In this 
sample, the lack of a significant percentage explained variance for the extrinsic values 
Arbeidsomstandigheden (‘work environment’) and Balans werk en privé (‘lifestyle’) suggests 
that the need for a pleasant work environment and a focus on balance in between work and 
private time, is more being influenced by a person’s individual life stage and his or her 
changing external environmental factors than by his or her inner preferences. The results of 
this study show that age is hardly related to extrinsic values, which might partly interpret the 
rather limited effect of age in the associations between traits and values in general. 
Remarkable in the multiple regression analysis are the outcomes of the intrinsic value 
Prestige (‘prestige’) and the extrinsic value Altruïsme (‘altruism / SWVI’) models. Prestige 
(‘prestige’), in this sample, has no association with the trait Extraversie (‘extraversion’) and 
Altruïsme (‘altruism / SWVI’) is not related to the trait Emotionaliteit (‘neuroticism’). This in 
combination with their rather low percentages of variance explained may suggest that it is not 
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fully certain that prestige is seen as an intrinsic value and altruism is classified as an extrinsic 
value. 
Next to this, the values Financiële beloning (‘income’) and Prestige (‘prestige’) both 
relate negative to the trait Meegaandheid (‘altruism’) and the value Altruïsme (‘altruism / 
SWVI’) relates positive to the trait Gewetensvolheid (‘conscientiousness’). A theoretical 
explanation could be that the first two values are, in particular, egocentric in character, 
whereas the latter is partly affected by the conscience. Age plays, in this sample, no role in 
these models. 
The present single linear regression analysis of significance of age on traits and 
values confirms the earlier result of both Roberts et al. (2006) and Costa & McCrae (2006), 
that Extraversie (‘extraversion’) declines with an increasing age. The present sample does 
not confirm the decrease in Emotionaliteit (‘neuroticism’) nor the increase in Meegaandheid 
(‘altruism’) with an increasing age. The earlier noted assumptions on a decrease in intrinsic 
values and an increase in extrinsic values over time of e.g. Rhodes (1983), Inglehart (1997) 
and Johnson (2001) is, in the present study, only slightly confirmed for the intrinsic values. 
However, the study did find a relation between educational level, as probably an 
element of the socialization process (Schwartz, 2006), and most esteemed work values. 
Higher educated people seem to prefer intrinsic values above extrinsic values, whereas the 
lesser educated respondents show the opposite. The intrinsic values Afwisseling (‘variety’) 
and Creativiteit (‘creativity’) plus the extrinsic value Balans werk en privé (‘lifestyle’), in this 
sample, relate negative to educational level, whilst the intrinsic value Autonomie 
(‘independence’) relates positive to it. A theoretical explanation for this could be that the 
higher the educational level, the more the three less important values merge in being 
autonomous in general. Since the present dataset consists of 67% educated respondents at 
university degree and a median of 37 for the variable age, this seems to confirm the 
conclusion of Rhodes (1983) that the importance of needs for a specific set of values is 
related to career stage as a result of the socialization process that develops over time. 
The moderation analysis gives a more detailed insight in the exact pattern of the 
moderating influence of age in the association between traits and values. The analysis 
shows an influence of age on two intrinsic- and three extrinsic work values. Older people, in 
this sample, seem to be less neurotic and therefore less seeking mental challenge. They also 
seem to be less open minded and therefore seeking more support in their existing and 
familiar environment. A theoretical explanation could be that older people have a slightly 
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greater preference for tarring their own expertise, which they, externally supported, can exert 
in collaboration with their colleagues. Looking at gender shows that older men are primarily 
more autonomous whereas older women mainly value a secure environment. In the present 
study, these effects seem to be the best interpreters for the influence of age. However, this 
cannot be generalized. 
Before turning to the recommendations and implications of this study, there are some 
limitations to take into account. The first limitation concerns the cross-sectional design. As a 
consequence of this design, the associations found here rely on prior research and 
theoretical arguments. Without further longitudinal research, this cannot be fully ascertained. 
Second, the fact that this study only used self-reports to measure the variables might have 
led to a certain mono-method bias – i.e. the tendency of respondents to give consistent 
answers that, in turn, lead to higher correlations between variables. Third, the present study 
used a set of, so far, rather unknown measures. Although there are no prior studies or 
external assessments (Evers et al., 2010) available on both tests, the domain- and facet 
scales of the used measures (NPT: Van Thiel, 2008; NWT: Van Thiel, 2008) show 
acceptable internal reliabilities. Next to this, both questionnaires are comparable with 
acknowledged tests like NEO-PI-R (Costa & McCrae, 1985) and SWVI-R (Zytowski, 2006). 
Finally, the present study investigated a Dutch sample, without examining the robustness of 
the findings on a second sample from another country or working background. On the other 
hand, diverse results of the present study were comparable with the cross cultural British and 
Greek findings of Furnham et al. (2005), as well as with the findings from earlier and different 
composed samples (e.g. Bipp, 2010). 
 
5.3. Recommendations and implications 
The outcomes of this study seem to imply that, in measuring the supplementary P-O 
fit, a certain effect of age in the association between personality traits and work values 
should be taken into account. However, since the present study only investigated a sample 
of bankers, future research is needed to generalize the results. For example, replicating this 
study within different cross-cultural samples might increase the reliability and validity of these 
outcomes. Longitudinal studies on the association between traits and values might contribute 
to ascertain the existing theoretical arguments of the tested associations. Further, to limit a 
possible mono-method bias, it might be useful to add interpersonal reports of presumed 
characteristics to the self-reports of personality. This may help to elucidate the influence of 
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the self-image of the respondent, which, in turn, might be an indication for the amount of 
being versatile. Remarkable is that in the existing literature, there are large differences in 
measuring work values. Therefore, a third recommendation is to conduct and compare 
different studies, that all use the same set of personality traits and work values. This might 
elucidate the lack of clarity in the existing studies. An additional advantage could be that this 
will enlarge the insights in the exact role of age in the association between traits and values. 
Finally, it may be useful to replicate this study amongst various types of collaboration. Most 
studies, so far, have investigated samples of people, working in paid employment. It may be 
interesting to investigate whether the same effects will take place for self-employed people 
working on a freelance basis. 
In sum, this study has shown the presence of a socialization process, in which age is 
one of the determining variables. This socialization process seems to indicate that people, in 
the context of their working environment, continually reaffirm their personality as they adapt 
to what others think or expect of them. This suggests that the employers’ expectations 
change over time, whereas the more versatile employees are able to move along. This is 
confirmed by the measured effect of e.g. the educational level on both personality traits and 
work values. Next to this, the observed influence of gender and age seem to confirm a 
certain influence of life-stage on how and when employers alter their expectations of their 
employees. Therefore, studying the influence of life-stage, as an operationalization of the 
factor age, might contribute to elucidating the effect of this socialization process in the 
association between personality traits and work values. Whereas age on itself is seen as an 
index variable, a conceptual model of life-stage may consist of a combination of biological-, 
social- and psychological elements of age, complemented with aspects of the self-image, the 
home situation and biographic aspects of the career stage (Ornstein et al., 1989). Therefore, 
it is recommended that in a future life-course-related approach of the person-side of the 
supplementary P-O fit, the influence of the wider concept of life-stage is taken into account.  
 This more detailed insight in the exact association between traits, age from a wider 
life-stage perspective and values, might be useful for the process of selecting employees 
from a long-term perspective on fit. This way of assessing might contribute to retain the 
sustainable employability of both the young as well as the older worker, since an age-
dependent approach of the workforce stimulates each individual to be authentic and versatile 
in his or her personal, best fitting, way. Therewith, the present study may contribute to the 
debate of ageing and HRM for older workers in particular. 
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Appendix 
I. The NPT inventory 
Nederlandse persoonlijkheidstest 
Instructie 
Hieronder vind je 300 stellingen. Geef aan hoezeer je de stellingen toepasselijk vindt op 
jezelf. 
Dit kan zijn van: 
Niet van toepassing (--) 
Weinig van toepassing (-) 
Niet/wel van toepassing (-/+) 
Wel van toepassing (+) 
Zeer van toepassing (++) 
 
Denk niet te lang na, hoe eerlijker je antwoordt, hoe betrouwbaarder de uitslag zal zijn. Alle 
vragen dienen beantwoord te worden. 
 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
 
Ik denk graag na over zaken 
Ik geloof in de goedheid van de mens 
Ik bedrieg om hogerop te komen 
Ik probeer anderen te leiden 
Ik vergeet vaak spullen terug te leggen waar ze horen 
Ik word makkelijk boos 
Ik denk dat mensen van nature moreel zijn 
Ik kan sterke verlangens weerstaan 
Ik raak snel in paniek 
Ik doe het tegenovergestelde van wat me wordt gevraagd 
Ik heb geen last van slordige mensen 
Ik erger me niet gauw 
Ik begin direct met mijn taken 
Ik lijd mee wanneer anderen lijden 
Ik ga lachend door het leven 
Ik vind dat criminelen niet hard genoeg worden aangepakt 
Ik ga direct aan de slag 
Ik ben vaderlandslievend 
Ik ben soms zo vrolijk als een kind 
Ik ben voor veel dingen angstig 
--    -    -/+    +    ++ 
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Ik verkies afwisseling boven routine 
Ik kies mijn woorden zorgvuldig 
Ik ga niet graag naar kunstmusea 
Ik ervaar dat ik niet goed kan omgaan met onaangename 
situaties 
Ik reageer zonder na te denken 
Ik heb geen interesse in andermans problemen 
Ik kijk niet graag naar dansvoorstellingen 
Ik onderzoek mijn emoties en gevoelens niet 
Ik vind dat criminaliteit met harde hand moet worden bestreden 
Ik doe dingen waar ik later spijt van heb 
Ik interesseer me niet voor andermans gevoelens 
Ik doe het graag rustig aan 
Ik vind het leuk om complexe problemen op te lossen 
Ik zet plannen om in daden 
Ik ben dol op eten 
Ik ben kalm, ook in gespannen situaties 
Ik betaal rekeningen op tijd 
Ik zie mezelf als een gemiddelde persoon 
Ik spreek anderen tegen 
Ik vind dat mensen zichzelf moeten redden 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
41. 
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Ik stel hoge eisen aan mezelf en anderen 
Ik hou niet van drukke evenementen 
Ik zoek de rust op 
Ik doe wilde of gekke dingen 
Ik beoordeel situaties verkeerd 
Ik hou me op de achtergrond 
Ik heb weinig bij te dragen 
Ik lees niet graag moeilijke teksten 
Ik heb niet graag alle aandacht 
Ik neem de leiding 
Ik heb soms anderen nodig om me aan het werk te krijgen 
Ik heb moeite met het begrijpen van dingen 
Ik kan mensen gemakkelijk overhalen tot bepaalde dingen 
Ik vermijd grote menigten 
Ik ben een mens van gewoontes 
Ik weet soms niet waarom ik bepaalde dingen doe 
Ik dagdroom zelden 
Ik geloof in oog om oog, tand om tand 
Ik ga graag naar onbekende plaatsen 
Ik ben altijd in de weer 
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64. 
65. 
 
Ik ben altijd voorbereid 
Ik raak snel geïrriteerd 
Ik probeer inzicht in mezelf te krijgen 
Ik voel me niet snel opgelaten 
Ik blink uit in wat ik doe 
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Ik ben op mijn hoede bij andere mensen 
Ik heb graag alle aandacht 
Ik bepaal graag wat er moet gebeuren 
Ik heb een hekel aan zwakke personen 
Ik voel me alleen op mijn gemak onder vrienden 
Ik hou me niet aan regels 
Ik heb geen moeite met moeilijke sociale situaties 
Ik lach hardop 
Ik vertrouw wat anderen zeggen 
Ik kan verleidingen goed weerstaan 
Ik ben moeilijk om te leren kennen 
Ik zal indien nodig anderen misbruiken om mijn doelen te 
bereiken 
Ik maak me veel zorgen 
Ik bekommer me om anderen 
Ik ben bang om de aandacht op mezelf te vestigen 
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Ik ben rancuneus 
Ik raak graag in gedachten verzonken 
Ik stel het nemen van beslissingen uit 
Ik wil graag met rust gelaten worden 
Ik ben bang om fouten te maken 
Ik heb een uitgebreide woordenschat 
Ik praat niet graag over mezelf 
Ik heb een positieve instelling 
Ik vind dat de wet strikt moet worden nageleefd 
Ik heb een lage dunk van mezelf 
Ik hou van opwinding 
Ik ga me nooit te buiten aan dingen 
Ik heb moeite om anderen te benaderen 
Ik heb een hoge dunk van mezelf 
Ik voel de emoties van andere mensen aan 
Ik ben soms op een bijna kinderlijke manier vrolijk 
Ik stem waarschijnlijk op een conservatievere partij 
Ik maak makkelijk vrienden 
Ik ben bang dat ik dingen verkeerd aanpak 
Ik hecht belang aan de gebruikelijke wijzen van doen 
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Ik schreeuw tegen anderen 
Ik houd mijn beloftes niet 
Ik hou ervan mijn vrienden te vermaken 
Ik ben strijdlustig 
Ik zoek gevaarlijke dingen op 
Ik voel me soms wanhopig 
Ik ben niet geïnteresseerd in abstracte ideeën 
Ik ruim graag op 
Ik heb een levendige fantasie 
Ik eis kwaliteit 
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Ik wil mijn eigen gevoelens en die van anderen begrijpen 
Ik ben op zoek naar avontuur 
Ik heb moeite met het begrijpen van abstracte ideeën 
Ik hou niet van veranderingen 
Ik ben zeker van mijn aanpak 
Ik help anderen graag 
Ik heb vertrouwen in anderen 
Ik ben lastig te doorgronden 
Ik voer mijn plannen uit 
Ik hou niet van gedichten 
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Ik geloof in het belang van kunst 
Ik heb moeite om aan werkzaamheden te beginnen 
Ik vrees vaak het ergste 
Ik stem waarschijnlijk op een vooruitstrevende partij 
Ik raak soms overweldigd door gebeurtenissen 
Ik vind dat kunstenaars teveel subsidie krijgen 
Ik zit vaak in de put 
Ik betrek anderen bij mijn bezigheden 
Ik ben erg tevreden met mezelf 
Ik vrolijk mensen op 
Ik schep zelden over mezelf op 
Ik begrijp mensen die emotioneel worden niet 
Ik doe gekke dingen 
Ik keer anderen de rug toe 
Ik maak niet snel grapjes 
Ik straal vreugde uit 
Ik zie schoonheid in dingen die anderen soms niet zien 
Ik heb het altijd druk 
Ik reageer impulsief 
Ik maak graag deel uit van een groep 
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Ik laat anderen het voortouw nemen 
Ik zet mensen onder druk 
Ik spreek de waarheid 
Ik wantrouw mensen 
Ik luister naar mijn geweten 
Ik ben graag roekeloos 
Ik weet de regels te omzeilen 
Ik geniet van de schoonheid van de natuur 
Ik neem geen tijd voor anderen 
Ik verspil mijn tijd 
Ik ben meestal erg ontspannen 
Ik begrijp emoties van anderen 
Ik wil vergelding na onenigheid 
Ik waag me niet aan gevaarlijke zaken 
Ik zorg er soms voor dat anderen zich ongemakkelijk voelen 
Ik ben in mijn vrije tijd met veel dingen bezig 
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157. 
158. 
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Ik laat me niet gauw leiden door mijn emoties 
Ik vul formulieren altijd volledig eerlijk in 
Ik maak vaak op het allerlaatste moment plannen 
Ik word zelden boos 
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Ik heb op veel vragen een antwoord 
Ik heb soms een hekel aan mezelf 
Ik hoef niet in het middelpunt van de belangstelling te staan 
Ik eet vaak teveel 
Ik heb vaak doeltreffende oplossingen 
Ik vind mezelf erg goed 
Ik breng taken tot een goed einde 
Ik kom mijn beloftes na 
Ik heb veel last van stemmingswisselingen 
Ik wil dat alles perfect is 
Ik vind dat wraak nemen te verantwoorden is 
Ik raak niet snel uit balans door gebeurtenissen 
Ik denk liever niet aan mensen in nood 
Ik hou van dagdromen 
Ik ben een harde werker 
Ik kan voor mezelf opkomen 
Ik vind dat criminelen geholpen moeten worden in plaats van 
gestraft 
Ik geloof niet in een absoluut goed of fout 
Ik heb niet veel te zeggen 
Ik ben snel uit mijn doen 
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Ik hou van spanning 
Ik hou van actie 
Ik vind het leuk om over mezelf en mijn leven na te denken 
Ik hou van orde en regelmaat 
Ik kan me zonder duidelijke reden angstig voelen 
Ik vind dat als iets niet goed is het fout is 
Ik kom tegenslagen snel te boven 
Ik ga direct op mijn doel af 
Ik blijf onder alle omstandigheden kalm 
Ik vind mezelf beter dan veel anderen 
Ik verlies mijn kalmte 
Ik praat graag over mijn sterke punten 
Ik ben snel geïntimideerd 
Ik neem wraak op anderen 
Ik hou van grote menigten 
Ik raak verstrikt in mijn problemen 
Ik stort me altijd volledig op dingen 
Ik kan me soms behoorlijk laten gaan 
Ik hou van orde 
Ik voel me zelden neerslachtig 
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Ik heb te doen met mensen die het slechter hebben dan ik 
Ik word niet gauw van mijn stuk gebracht door dingen 
Ik heb moeite om te starten 
Ik voel me op mijn gemak in onbekende situaties 
Ik doe alsof ik me om anderen bekommer 
Ik investeer weinig tijd en moeite in werkzaamheden 
Ik ben niet geïnteresseerd in theoretische discussies 
Ik voer taken moeiteloos uit 
Ik hou van bloemen 
Ik neem de controle in handen 
Ik heb het gevoel dingen niet aan te kunnen 
Ik hou van uitdagend leesmateriaal 
Ik ben van mening dat mensen van nature slecht zijn 
Ik doe aan dingen mee zonder erover na te denken 
Ik ben vaak zwaarmoedig 
Ik luister niet graag naar concerten 
Ik doe meer dan anderen van me verwachten 
Ik laat me meeslepen in mijn fantasieën 
Ik heb medelijden met daklozen 
Ik weet mezelf aardig in de hand te houden 
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Ik kan veel informatie verwerken 
Ik blijf rustig onder druk 
Ik vermijd moeilijke leesstof 
Ik ben graag in een grote groep mensen 
Ik raak niet uit balans bij onverwachte tegenslag 
Ik heb weinig op met zachtaardige personen 
Ik raak zelden geïrriteerd 
Ik probeer de regels te volgen 
Ik overzie de consequenties van sommige dingen niet 
Ik maak me niet druk over gedane zaken 
Ik begin overhaast aan dingen 
Ik heb niet gauw plezier 
Ik blijf kalm onder druk 
Ik gebruik anderen 
Ik laat mijn kamer rommelig achter 
Ik ontdooi snel bij mensen 
Ik uit mijn mening niet snel 
Ik ben van mening dat anderen goede bedoelingen hebben 
Ik denk diep na over dingen 
Ik kom moeilijk uit mijn woorden 
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Ik hou niet van kunst 
Ik vlei anderen als me dat verder helpt 
Ik maak overhaaste beslissingen 
Ik laat anderen bepalen wat gedaan moet worden 
Ik laat anderen mijn taken doen 
Ik ervaar mijn emoties intens 
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Ik eis genoegdoening na een ruzie 
Ik ben bang om dingen verkeerd te doen 
Ik wil alles ten minste één keer uitproberen 
Ik weet hoe dingen gedaan moeten worden 
Ik hou van onverwachte feesten 
Ik voel me vaak ongemakkelijk bij anderen 
Ik anticipeer op wat mensen nodig hebben 
Ik ben op mijn gemak rondom anderen 
Ik geef nooit meer geld uit dan ik me kan veroorloven 
Ik hecht veel belang aan het volkslied 
Ik vind de gedachte aan verandering onprettig 
Ik ben altijd bezig 
Ik kan zorgen niet van me afzetten 
Ik heb een goed gevoel over mezelf 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
261. 
262. 
263. 
264. 
265. 
266. 
267. 
268. 
269. 
270. 
271. 
272. 
273. 
274. 
275. 
276. 
277. 
278. 
279. 
280. 
 
Ik durf alles uit te proberen 
Ik laat mijn fantasie graag de vrije loop 
Ik vind het leuk om aan iets nieuws te beginnen 
Ik blijf denken aan problemen 
Ik ervaar erg weinig emotionele hoogte- en dieptepunten 
Ik beledig mensen 
Ik heb vaak een slecht humeur 
Ik praat op feestjes met veel verschillende mensen 
Ik heb een scherpe tong 
Ik heb veel plezier 
Ik denk dat alles wel goed komt 
Ik heb het gevoel dat mijn leven geen richting heeft 
Ik vermoed dat mensen achterliggende motieven hebben 
Ik raak snel gestresst 
Ik raak zelden in gedachten verzonken 
Ik kijk neer op anderen 
Ik raak overweldigd door emoties 
Ik kan me zaken niet goed inbeelden 
Ik ben lastig te vermaken 
Ik geef een verkeerde voorstelling van zaken 
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Ik kan problemen niet van me afzetten 
Ik voel me op me gemak bij andere mensen 
Ik heb voor iedereen een goed woordje over 
Ik hou mensen op een afstand 
Ik hou het liever bij het bekende 
Ik kan veel dingen tegelijkertijd doen 
Ik ervaar mijn emoties heel duidelijk 
Ik laat mijn bezittingen rondslingeren 
Ik hou van bloemen en mooie planten 
Ik geef anderen het gevoel dat ze welkom zijn 
Ik werk volgens een vooropgezet schema 
Ik reageer traag 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
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293. 
294. 
295. 
296. 
297. 
298. 
299. 
300. 
 
Ik heb geen moeite om andermans plannen te verhinderen 
Ik hou me aan de regels 
Ik kan omgaan met lastige problemen 
Ik doe niet meer dan nodig is 
Ik reageer snel 
Ik word zelden emotioneel 
Ik doe taken meteen 
Ik vermijd contact met anderen 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
Ik ben een: [n.v.t.   vrouw   man]. 
Ik ben: [    ] jaar oud. 
Mijn hoogst gevolgde opleiding is (of in het laatste jaar van): 
[n.v.t.   basisonderwijs   mavo   vbo   vmbo   havo   vwo   mbo   hbo   wo]. 
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II. The NWT inventory 
Nederlandse werkwaardentest  
Instructie  
Stel je voor dat je op zoek bent naar de ideale baan. In hoeverre vind je de onderstaande 
zaken dan belangrijk of van waarde voor die baan? 
 
Dit kan zijn van: 
Helemaal niet belangrijk (--) 
Niet belangrijk (-) 
Niet/wel belangrijk(-/+) 
Wel belangrijk(+) 
Heel belangrijk (++). 
 
Denk niet te lang na, hoe eerlijker je antwoordt, hoe betrouwbaarder de uitslag zal zijn. Alle 
vragen dienen beantwoord te worden. 
 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
 
Zelf kiezen waarmee je bezig gaat zijn 
Gunstige werktijden 
Beslissingen nemen over andere mensen 
Zekerheid over de toekomst van je baan 
Duidelijk omschreven taken uitvoeren 
Financiële zekerheid 
Afwisselende werkzaamheden hebben 
Nieuwe werkwijzen uitproberen 
Nieuwe mensen ontmoeten 
Een vast contract 
Iets nieuws bedenken 
Werk dat maatschappelijk aanzien geeft 
Zekerheid over de toekomst van je werkgever 
Kunnen pauzeren op momenten dat je daar behoefte aan hebt 
Vriendschappelijke contacten met collega's 
Het rustig aan doen 
Vakantie op kunnen nemen wanneer jou dat het beste uitkomt 
Inspraak hebben in belangrijke beslissingen 
Andere mensen helpen 
Je eigen baas zijn 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
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21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36. 
37. 
38. 
39. 
40. 
 
Nieuwe ideeën opdoen 
Spannend werk 
Met één ding tegelijk bezig zijn 
Je persoonlijk ontwikkelen 
Dat het gebouw waar je werkt in een mooie omgeving staat 
Zelf bepalen wanneer je iets doet 
Werkzaamheden die vast liggen 
Volgens vaste regels te werk gaan 
Het werk van anderen plannen 
Een salaris dat minstens zo goed is als dat van anderen 
Werk waar mensen tegen opkijken 
Je vaardigheden ontwikkelen 
Personeelsuitstapjes 
Met mensen werken 
Iets nuttigs doen voor de maatschappij 
Een eindejaarsbonus 
Werk met veel structuur 
Goede parkeerplekken 
Een veilig gebouw 
Verteld krijgen wat je moet doen 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
41. 
42. 
43. 
44. 
45. 
46. 
47. 
48. 
49. 
50. 
51. 
52. 
53. 
54. 
55. 
56. 
57. 
58. 
59. 
60. 
 
Nieuwe kennis opdoen 
Beloning voor uitstekende prestaties 
Zorgtaken kunnen combineren met je werk 
Zelfstandigheid 
Maatschappelijke waardering voor je werk 
Promotie maken 
Een goede relatie met de leidinggevende 
Een tijdelijk contract 
Makkelijk werk doen 
Het beste uit jezelf halen 
Gezelligheid 
Anderen van dienst zijn 
Bij verschillende projecten betrokken zijn 
Bonussen kunnen verdienen 
Weinig verantwoordelijkheid dragen 
Geen rekening hoeven houden met andere mensen 
Een rustige werkplek 
Binnen vaststaande kaders werken 
Een betrouwbare werkgever 
Een mooi gebouw 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
61. 
62. 
63. 
64. 
65. 
66. 
 
Werk doen dat mensen bewonderen 
Zelf bepalen wat je doet 
Na moeten denken 
Dingen uitvinden 
Kunnen lachen met collega's 
Iets betekenen voor anderen 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
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67. 
68. 
69. 
70. 
71. 
 
72. 
73. 
74. 
75. 
76. 
77. 
78. 
79. 
80. 
 
Werk waaraan je status kunt ontlenen 
Avontuurlijk werk 
Je van je collega's onderscheiden 
Vertrouwde werkzaamheden hebben 
Experimenteren met verschillende oplossingen en/of 
werkwijzen 
Nieuwe kanten van jezelf ontdekken 
Duidelijkheid over je loopbaan 
Laten zien hoe goed je bent 
Meepraten over belangrijke onderwerpen 
Variatie 
Prestaties leveren 
Veel geld verdienen 
Werk doen wat anderen belangrijk vinden 
Goede werkende apparatuur, zoals computers en 
kopieermachines 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
81. 
82. 
83. 
84. 
85. 
86. 
87. 
88. 
89. 
90. 
91. 
92. 
93. 
94. 
95. 
96. 
97. 
98. 
99. 
100. 
 
Weten waar je over vijf jaar in je carrière staat 
Bepalen wat anderen moeten doen 
Nieuwe dingen doen 
Verantwoordelijkheid dragen 
Goede verlofregelingen 
Genoeg geld verdienen om leuke dingen te kopen 
Het opvolgen van instructies 
Alleen werken 
Anderen vertellen wat ze moeten doen 
Niet zomaar ontslagen kunnen worden 
Werk dat goed samengaat met je privé-leven 
Een eigen werkruimte 
Voor eigen gewin werken 
Aan je eigen belang denken 
Leuke collega's 
Een vast takenpakket hebben 
Een sfeervolle werkplek 
Beloning van ambitie 
Aan meerdere dingen tegelijk werken 
Het gevoel dat je 'erbij' hoort 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
101. 
102. 
103. 
104. 
105. 
106. 
107. 
108. 
109. 
110. 
 
Een hoge salarisschaal 
Een goede kantine 
Jezelf verbeteren 
Goed kunnen opschieten met collega's 
Werk waarin competitie kan voorkomen 
Niet teveel na hoeven denken 
Duidelijkheid hebben over wat gedaan moet worden 
Volgens een vaste manier werken 
Je inzetten voor anderen 
Aandacht voor individuele prestaties 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
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111. 
112. 
113. 
114. 
115. 
116. 
117. 
 
118. 
119. 
120. 
 
Inspanningen vertaald zien in hoeveelheid inkomen 
Je uitgedaagd voelen 
Loon dat elk jaar stijgt 
Dingen doen die je makkelijk vindt 
Beslissingsbevoegdheid hebben 
Een dertiende maand 
Een arbeidscontract waar je werkgever niet zomaar onder uit 
kan 
Een lichte werkplek 
Aan één taak werken 
Iets origineels maken 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
 
121. 
122. 
123. 
124. 
125. 
126. 
127. 
128. 
129. 
130. 
131. 
132. 
133. 
134. 
135. 
136. 
137. 
138. 
139. 
140. 
 
Het resultaat zien van je werk 
Groeien in je vakgebied 
Invloed hebben binnen de organisatie 
Een praatje maken met collega's 
Duidelijke aanwijzingen krijgen hoe je iets moet doen 
Vernieuwende dingen bedenken 
Creatief bezig zijn 
Een verscheidenheid aan taken uitvoeren 
Werk dat thuis geen conflicten oplevert 
Je eigen ideeën in je werk stoppen 
Je fantasie gebruiken 
Onvriendelijk mogen zijn 
Innoveren 
Werk doen waar anderen van onder de indruk zijn 
Veel vakantiegeld 
Werktijden die aansluiten bij je natuurlijke ritme 
Een saamhorigheidsgevoel 
Iets nieuws leren 
Een ruime werkplek 
Volgens een vaste routine werken 
--    -    -/+    +    ++ 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
O    O    O    O    O 
 
Ik ben een: [n.v.t.   vrouw   man]. 
Ik ben: [    ] jaar oud. 
Mijn hoogst gevolgde opleiding is (of in het laatste jaar van): 
[n.v.t.   basisonderwijs   mavo   vbo   vmbo   havo   vwo   mbo   hbo   wo]. 
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III. Tables with results 
Table 1. Principal Axis Factoring Analysis of Personality traits 
  
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0,879
Bartlett's Test of Sphericity Approx. Chi-Square 4195,451
Df 435
Sig. 0,000
1 2 3 4 5 6
X1 Extraversie
Toegankelijk ,727
Sociabel ,647
Assertief en dominant ,395 ,504 -,358 ,314
Energiek ,446 ,425
Spanningsbehoefte ,408 -,487
Opgewektheid ,668
X2 Emotionaliteit
Zorgelijkheid -,794 -,325
Irritatie -,658
Neerslachtigheid -,713 -,388
Nietzelfverzekerd -,697 -,464
Ongeremd -,474
Kwetsbaarheid -,814
X3 Gewetensvolheid
Effectief ,578 ,337 ,406
Ordelijkheid ,644
Plichtsgetrouw ,478 ,511
Prestatiegericht ,688
Zelfstarter ,583
Behoedzaam ,386 ,422
X4 Meegaandheid
Vertrouwen ,431
Integer en oprecht ,701
Bekommeren ,556 ,483
Mild en vergevingsgezind ,672
Bescheidenheid -,343 -,394 ,535
Medelijden ,532
X5 Openheid
Fantasie ,671
Kunst en natuur minnend ,635
Inzicht in emoties ,369 ,698
Variatiebehoefte ,532 ,334 ,366 ,319
Intellect ,492 ,336
Niet conservatief ,647 ,303
 Rotation Method: Varimax with Kaiser Normalization.
        Loadings less than |.30| are surpressed.
KMO and Bartlett's Test
Rotated Factor Matrix
a
Factor
Extraction Method: Principal Axis Factoring. 
 Rotation Method: Varimax with Kaiser Normalization.
   a. Rotation converged in 10 iterations.
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Table 2. Principal Axis Factoring Analysis of Work Values 
 
 
 
 
  
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0,758
Bartlett's Test of Sphericity Approx. Chi-Square 1284,092
Df 91
Sig. 0,000
1 2 3 4
Y1 Afwisseling 0,539 0,476 0,373
Y2 Altruisme 0,709
Y3 Arbeidsomstandigheden 0,643
Y4 Autonomie 0,863
Y5 Balans werk en privé 0,664
Y6 Creativiteit 0,406 0,371
Y7 Financiële beloning 0,457 0,547
Y8 Invloed 0,648
Y9 Prestaties 0,321 0,722
Y10 Prestige 0,543
Y11 Relaties op het werk 0,452
Y12 Structuur -0,825 0,218
Y13 Zekerheid -0,430 0,433
Y14 Zelfontwikkeling 0,548 0,351 0,446
 Rotation Method: Varimax with Kaiser Normalization.
        Loadings less than |.30| are surpressed.
KMO and Bartlett's Test
Rotated Factor Matrix
a
Factor
Extraction Method: Principal Axis Factoring. 
    a. Rotation converged in 9 iterations.
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Table 4a. Independent samples T-test for estimating the effect of gender on traits and values 
 
 
 
  
F Sig. t Sig. (2-tailed)
Personality traits
X1 Extraversie 0,206 0,650 Equal variances assumed -0,072 0,943
X2 Emotionaliteit 4,045 0,045 Equal variances not assumed 1,664 0,098
X3 Gewetensvolheid 0,769 0,382 Equal variances assumed 0,436 0,663
X4 Meegaandheid 8,042 0,005 Equal variances not assumed 6,165 0,000
X5 Openheid 0,535 0,465 Equal variances assumed 5,363 0,000
Intrinsic work values
Y1 Afwisseling 0,756 0,385 Equal variances assumed 0,421 0,674
Y4 Autonomie 0,007 0,932 Equal variances assumed 1,174 0,241
Y6 Creativiteit 0,104 0,747 Equal variances assumed -1,676 0,095
Y8 Invloed 0,943 0,332 Equal variances assumed -3,297 0,001
Y9 Prestaties 2,451 0,119 Equal variances assumed -1,631 0,104
Y10 Prestige 0,686 0,408 Equal variances assumed -1,318 0,189
Y14 Zelfontwikkeling 1,557 0,213 Equal variances assumed 1,264 0,207
Extrinsic work values
Y2 Altruïsme 4,284 0,040 Equal variances not assumed 2,890 0,003
Y3 Arbeidsomstandigheden 3,436 0,065 Equal variances assumed 1,138 0,256
Y5 Balans werk en privé 2,341 0,127 Equal variances assumed 3,750 0,000
Y7 Financiële beloning 0,361 0,549 Equal variances assumed -1,187 0,236
Y11 Relaties op het werk 5,288 0,022 Equal variances not assumed 0,705 0,482
Y12 Structuur 0,001 0,972 Equal variances assumed -1,104 0,271
Y13 Zekerheid 0,134 0,714 Equal variances assumed 0,582 0,561
Levene's Test for Equality
of Variances
t-test for Equality
of Means
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Table 4b. Independent samples T-test for estimating the effect of educational level on traits 
and values 
 
 
 
  
F Sig. t Sig. (2-tailed)
Personality traits
X1 Extraversie 0,014 0,905 Equal variances assumed -4,307 0,000
X2 Emotionaliteit 13,321 0,000 Equal variances not assumed 3,570 0,001
X3 Gewetensvolheid 1,678 0,196 Equal variances assumed -1,212 0,227
X4 Meegaandheid 0,250 0,617 Equal variances assumed 3,009 0,003
X5 Openheid 7,558 0,006 Equal variances assumed -5,389 0,000
Intrinsic work values
Y1 Afwisseling 1,832 0,177 Equal variances assumed -2,394 0,017
Y4 Autonomie 0,510 0,476 Equal variances assumed -7,130 0,000
Y6 Creativiteit 2,089 0,150 Equal variances assumed -1,337 0,182
Y8 Invloed 2,350 0,127 Equal variances assumed -1,939 0,054
Y9 Prestaties 0,019 0,889 Equal variances assumed -3,931 0,000
Y10 Prestige 4,722 0,031 Equal variances assumed -2,641 0,009
Y14 Zelfontwikkeling 8,105 0,005 Equal variances not assumed -3,994 0,000
Extrinsic work values
Y2 Altruïsme 0,052 0,819 Equal variances assumed 1,712 0,088
Y3 Arbeidsomstandigheden 2,138 0,145 Equal variances assumed 1,332 0,184
Y5 Balans werk en privé 0,021 0,885 Equal variances assumed -0,766 0,444
Y7 Financiële beloning 0,026 0,871 Equal variances assumed -0,445 0,657
Y11 Relaties op het werk 0,327 0,568 Equal variances assumed -0,929 0,354
Y12 Structuur 0,037 0,847 Equal variances assumed 5,069 0,000
Y13 Zekerheid 0,002 0,968 Equal variances assumed 3,445 0,001
of Variances of Means
Levene's Test for Equality t-test for Equality
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Table 6. Single linear regression analysis for estimating the significance of age-groups on 
traits and values 
 
Standard
Coefficients
B Std. Error Beta t Sig
(Constant) 0,460 0,286 1,608 0,109
Personality traits
X1 Extraversie -0,005 0,002 -0,235 -2,299 0,022
X2 Emotionaliteit -0,003 0,002 -0,118 -1,354 0,177
X3 Gewetensvolheid 0,001 0,002 0,056 0,666 0,506
X4 Meegaandheid 0,002 0,002 0,119 1,277 0,203
X5 Openheid 0,003 0,002 0,145 1,698 0,091
Intrinsic work values
Y1 Afwisseling 0,002 0,002 0,121 1,173 0,242
Y4 Autonomie 0,004 0,002 0,247 2,275 0,024
Y6 Creativiteit 0,002 0,002 0,089 1,035 0,302
Y8 Invloed 0,001 0,002 0,054 0,601 0,548
Y9 Prestaties 0,002 0,002 0,107 1,053 0,294
Y10 Prestige -0,001 0,001 -0,043 -0,550 0,583
Y14 Zelfontwikkeling -0,007 0,002 -0,360 -3,438 0,001
Extrinsic work values
Y2 Altruïsme 0,002 0,002 0,094 1,042 0,299
Y3 Arbeidsomstandigheden 0,000 0,001 -0,012 -0,143 0,887
Y5 Balans werk en privé -0,002 0,001 -0,133 -1,674 0,096
Y7 Financiële beloning 0,000 0,002 -0,007 -0,082 0,934
Y11 Relaties op het werk -0,001 0,001 -0,044 -0,551 0,582
Y12 Structuur 0,001 0,002 0,059 0,531 0,596
Y13 Zekerheid 0,001 0,002 0,031 0,360 0,719
a. Independent Variable: Z2 Leeftijdgroep
Coefficients
Coefficients
a
Unstandardized
